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ABSTRACT 
The main objective of this diploma thesis is to propose a motivational system change in 
the company CRV CZ. The attention is paid to the analysis of the current motivational 
system and its shortcomings. Based on a theoretical background and data gathered from 
a research via interviews and questionnaires, four proposals of the current motivational 
system were suggested. Those proposals will improve the employees' motivation, job 
satisfaction and thus the economic performance of the whole company.  
ABSTRAKT 
Hlavním cílem této diplomové práce je navrhnout změnu motivačního systému ve firmě 
CRV CZ. Pozornost je věnována analýze současného motivačního systému a jeho 
nedostatkům. Na základě teorických východisek a dat sesbíraných z rozhovorů a 
dotazníkového šetření byly navrženy čtyři změny současného motivačního systému. Tyto 
návrhy zlepší motivaci zaměstnanců a jejich pracovní spokojenost, a tedy hospodářské 
výsledky celé firmy.  
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INTRODUCTION 
Motivation influences the behaviour of human beings in both professional and personal 
life. Motivated people evince better performance, they work faster and their job is more 
satisfactory. It is in the interest of every employer to keep its staff motivated. A proper 
selection of fringe benefits leads to significant increase in employees' satisfaction and 
helps to enhance their motivation and work performance.  
This thesis regards the motivational system in the company CRV CZ. I have chosen this 
topic because I worked in several different enterprises and I realised the great importance 
of human capital, its motivation and satisfaction. I am interested in the issue of human 
resources management and thanks to my studies I have gained some theoretical 
background which I would like to enrich of a real-life situation in a company.  
First, I explain the theory of the human resources management and the motivation as well. 
I introduce the most important motivational theories and authors. The following part of 
the theoretical background is dedicated to the issue of compensation at work, including 
fringe benefits. In the next part I move to the problem analysis. I describe the company 
CRV CZ, its characteristics, history, current economic situation and organizational 
structure. Then I apply to the issue of the existing motivational system in the company 
and the fringe benefits which are currently being used.  
In order to be able to suggest changes of the current motivational system in the company 
CRV CZ, I have conducted a research on the employees' satisfaction, motivation and 
fringe benefits. For the purpose of this thesis, I have chosen only mid-managerial layer to 
examine. That includes regional managers and consultants and excludes top managers, 
economists, specialists of milk recording and technicians of artificial insemination. 
The aim of this work is to suggest a motivational system change in the CRV CZ. In order 
to accomplish this aim, first of all, I inspected company's internal documents. Then, I 
conducted an interview with one of the consultants followed by an interview with one of 
the top managers of the company. Next, I sent questionnaires to the mid-managerial layer. 
Based on the data which I gained, I was able to suggest four proposals of the motivational 
system change. I tried to make them as applicable as possible so that the company can 
actually use them.   
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1. AIM OF THE THESIS 
The main aim of this work is to suggest the motivational system change in the company 
CRV CZ. The partial aim is to examine the current motivational system, to find out what 
motivating factors are already being utilized and what other benefits would be welcomed. 
Then, on the basis of this research, suggest several changes to the current motivational 
system in the company.  
The first method I used in the research was an examination of the company's website and 
its internal documents, such as annual reports (Appendices D, E and F). Thanks to this 
research I have gained a certain conception on how the company works and what are its 
main fields of interest.  
Secondly, I have conducted an interview with one of the consultants (Appendix A). He 
gave me an initial idea about the company's motivational system and the fringe benefits 
which are provided to the employees. On the grounds of this interview, I have decided to 
target my attention only to mid-managerial layer of employees of the company, since the 
benefits vary significantly across the positions. Therefore, my research is aimed at 
regional managers and consultants of the company.  
Thirdly, I have conducted a structured interview with one of the top managers of the CRV 
CZ (Appendix B). During this interview, I verified and deepen the information provided 
by the consultant.  
In the next step, I sent online questionnaires to all mid-managerial employees (Appendix 
C). The questionnaires were divided into three parts, first of them regarded demographic 
data of respondents, second one aimed at work satisfaction and the third one at 
motivational factors. The questionnaires included mainly closed questions, however 
respondents always had a chance to add their own answer. I have processed and evaluated 
the data in Microsoft Office Excel. The results are demonstrated by charts and tables 
supplied with detailed notes and explanations. I have used descriptive statistics.  
Finally, based on the data gathered from the questionnaires, I identified what other 
benefits would be the employees interested in. On the ground of those findings, I have 
suggested four proposals of the motivational system change in the CRV CZ including 
calculations of costs of each proposal.      
12 
 
2. THEORETICAL BACKGROUND 
In order to understand the research area, basic terms and theories are explained in this 
part. Literature review outlines the basics of human resources management and 
motivation systems in organizations. Subsequently, the area of human resources 
management is explained and fundamental motivational theories are introduced. In the 
second part of the theoretical background, the relationship between compensation and 
motivation at work is outlined as well as fringe benefits common in organizations. 
The history of human resources (HRM) reaches as far as the early civilizations of 
Egyptians, Greeks and Mughals. Chaudhuri (2010) points out that the need for managing 
people to work effectively is old as the mankind itself. He also states that human 
workforce is the only living resource in an organization - the others, like money and 
capital are dead resources - thus human resources are the most important. Currently, one 
of the tasks of modern HRM is to develop an organizational culture for the integration of 
man, task and organization.  
Rao (2010) deals with the problem how to obtain the right people who will make the 
organization work and not mar it. According to him, the main issue is to acquire the right 
people who will make the organization work and to constantly motivate them. Only than 
will they effectively provide their resources to run the organization successfully. Patel 
(2007) admits that organizations nowadays are facing the issue of efficient and effective 
integration of staff into working environment. According to him, both the short-term and 
long-term human resource planning plays the crucial role in every organization's human 
resource management. 
Several theories were developed over past centuries in order to understand the nature of 
employees' motivation and its relationship with working performance. Armstrong (2015), 
Miner (2006) and Sarma (2008) name and explain number of the most popular theories 
and Dvořáková at al. (2007) adds several others. Also Mathe (2011) and Chaudhuri 
(2010) explain the motivational theories, although all of them agree that those theories do 
not always apply in a real life. Some of them have excessive amount of unrealistic 
assumptions with regards to human behaviour and motivation. 
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Concurrently, all of the authors agree that motivation at work is essential for good 
performance of employees. All of them are also agreeable to the fact that wage or salary 
are one of the strongest motivators at work, if not the strongest one at all. People are 
motivated by intrinsic and extrinsic motivational factors different for every single 
individual, which has to be taken into account (Sansone & Harackiewicz, 2000; Sarma, 
2008).  
Hiam (2002) propounds several motivational tools, such as meaningful feedback or 
providing challenging opportunities, which does not cost the organization anything but 
can help significantly when trying to motivate employees efficiently. Also Koubek (2007) 
is aware that the reward is not only money. He names different kinds of rewards, for 
instance public recognition, promotion, invitation to dinner or contributions to education. 
Evangelu (2009) goes even further and distinguishes between specific motivators for 
specific professions.  
The art of meaningful feedback and good managerial communication is explained deeply 
by Rai & Rai (2009). On the other hand, Patel (2007) discuss the motivation tools and 
benefits which does cost money, however, are worth it. He identifies motivators 
connected with social status, with security and with pleasant working environment.  
 
2.1. Human resource management 
According to Armstrong's (2015: 47) definition, human resource management is 
"strategic, integrated and comprehensive approach to employing, developing and 
satisfying people working in organizations". Human resource management involves 
managing people, their skills, knowledge and abilities (Shivarudrappa, 2010).  
As Torrington at al. (2014) point out, proper HRM is essential for all managerial activities 
in a company. Generally, management of people means obtaining the right people to do 
the right job. The efficiency of a company can be boosted by employing quality labour 
and managing them in a right way.  
However, human resources department is not established in every company, mainly from 
economic reasons. As Dvořáková at al. (2007) state, it is common that organizations with 
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less than one hundred employees do not have personnel department available, hence the 
role of human resources officer is often executed by top manager or owner of the business. 
Koubek (2007) emphasizes the importance of good HRM skills especially in small 
companies since the performance of small companies depends also on the level of labour 
fluctuation.  
Small companies often suffer from lack of financial resources to conduct any HRM. For 
that reason, those companies aim at HR activities which are necessary in a short run and 
which are financially affordable, for instance individual forms of wage or fringe benefits 
specified selectively. In addition, the process of recruitment and selection is usually very 
simple, short and inexpensive. Managers use recommendations and tips from associates 
or former employees when searching for new workforce (Dvořáková at al., 2007).  
In medium and large organisations, there is a wide range of activities in the competence 
of personnel department. Armstrong (2015) identifies general processes of the HRM, 
such as planning, recruitment and selection, remuneration of employees and talent 
management. Dvořáková at al. (2007) and Koubek (2007) name other personnel 
department competences, which are:  
 job position analysis and creation, 
 personnel planning, 
 selection and recruitment, 
 placement and distribution of employees, 
 organization of work, 
 working conditions and safety at work, 
 performance evaluation, 
 education and personal development, 
 remuneration and employees' benefits, 
 good relationships throughout the company, 
 social development including leisure time activities, 
 internal communication, spread of information, 
 personnel information system. 
According to Armstrong (2015), growth of the organization can be achieved by 
synchronizing company's strategic goals with goals of the strategic HRM. 
15 
 
HRM represents a handy way to move a business forward, however, it has several 
imperfections. First, the concept of HRM is presented as suitable for every single 
company, which is not true. Second, sometimes it is not sufficient only to talk to 
employees to boost the performance of a company radically, as certain theories say. In 
order to lead people efficiently, managers have to study HRM properly and look for wider 
connections. Next, the HRM methods might be considered manipulative since employees 
are forced to behave in a certain way. Usually, there is no mutual cooperation between 
managers and employees but only orders coming from the managers. In addition, the 
HRM practices are often too concerned with business and less with employees who 
deserve ethical treatment (Armstrong, 2015). 
Nowadays, people are the most valuable asset for a business and therefore should be well-
rewarded and keep motivated. Fluctuation of employees is costly and not desired. Hence, 
the aims of the HRM are positive relationships at a workplace, talented, motivated and 
determined staff and ethical approach to managing people. That is the reason why 
motivation is going to be described in detail in the following subchapter. 
 
2.2. Motivation 
Motivation, simply said, is the willingness of employees to work and reach good results. 
Chaudhuri (2010: 149) defines motivation as "a set of forces that cause individuals to 
behave and act in certain ways". The major concern of every good manager should be 
positive contribution to organization's goals. The positive contribution can be achieved 
by fully exploiting the human resources potential and managing and motivating people in 
the right way (Shivarudrappa, 2010). Keeping the staff well motivated is a crucial issue 
for every business, no matter in what field operates. Mathe (2011: 4) defines motivation 
at work as "the ability of the organisation to stimulate a person’s motivation to wilfully 
strive towards the achievement of organisational goals by providing opportunities to fulfil 
individual needs". 
Motivational systems differ across the companies. Mathe (2011) emphasizes that 
motivation is an intangible asset and it definitely does not correspond to one-size-fit-all 
model. In a current highly-competitive business environment, human resources are what 
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drives the company forward. Therefore, it is extremely important to understand the needs 
of employees in order to motivate them in the right way. 
"In the work organizations, physical, material, financial resources are purchased but 
human resources are managed. The time of an employee can be purchased but not the 
will and creativity." (Chaudhuri, 2010: 148) 
Basic building blocks in the process of motivation are individual needs. According to 
Mathe (2011), individual human needs are the driving force. If an individual is internally 
unsatisfied, it results in disequilibrium and subsequently worse results and less effort in 
the working process. In order to reach individual's equilibrium, certain kind of incentive 
has to be offered. It is in company's own interest to ensure that these incentives comply 
with organizational goals. 
2.2.1. Intrinsic and extrinsic motivation 
Motivation is usually divided to intrinsic (internal) and extrinsic (external). Intrinsic 
motivation represents the motive to do something. For employees, it is the inner feeling 
that their job is interesting, meaningful and important. Inner motivation grows with the 
level of autonomy of workers and their opportunities to reach desired goals and dreams. 
Intrinsic motivation is not instigated by any external factors or incentives; it arises from 
the work itself. 
Sansone & Harackiewicz (2000) concern with so-called undermining effect. This effect 
decreases the level of intrinsic motivation because of the experience of being rewarded 
for it. For instance, an individual who likes running is internally motivated to do so 
because he or she feels that it is good for body and mind as well. However, once the 
individual commences being rewarded for running from certain reason, he or she tends to 
lose the motivation to run in a free time without obtaining any reward. 
Armstrong (2015) mentions three ways to stimulate the inner motivation, which are:  
a) provide employees with higher level of autonomy in their day-to-day activities, 
b) help employees to strive for their personal perfection and watch the progress with 
them,  
c) always explain why they receive those particular tasks or instructions, so that the 
employee feels his job is meaningful. 
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On the other hand, extrinsic motivation stands for external stimulus. Those are various 
measurements which an organization implements in order to motivate its staff. Armstrong 
(2015) states that external motivation instruments are both rewards (increase of salary, 
praise, promotion etc.) and punishment (decrease of salary, disciplinary actions, negative 
critique). 
In some cases, intrinsic and extrinsic motivation exist in the same time. For instance, 
when an employee attends a voluntary training. First, he wants to learn new things - 
internal motivation, second, he wants to win recognition of his superior - external 
motivation. This is undoubtedly the ideal situation for every employer.  
It is important to mention things that all managers should avoid when managing people. 
The undesired behaviour is shouting at employees, threatening to reduce their salary or 
benefits, giving loads of negative feedback and none positive, giving duplicate 
assignments to more than one person, bothering employees with questions about when 
the work is going to be done (Hiam, 2002). All these factors are highly demotivating or 
even depressing for employees and managers should avoid such practices as much as 
possible. 
 
2.3. Motivational theories 
Motivation influences employees in their day-to-day behaviour. Their enthusiasm affects 
productivity and work quality at all levels. For that reason, many motivational theories 
were developed. Motivational theories help the management to understand what factors 
influence employee's motivation and its consequences. These theories were experimented 
in past years both theoretically and practically. Motivational theories are categorized into 
three groups:  
a) content theories try to discover what motivates employees (i. e. money, 
responsibility, personal growth), 
b) process theories try to explain how the behaviour is started, sustained, 
redirected and terminated, 
c) reinforcement theories concern with the relationship of certain behaviour and 
its consequence, which can be reward or punishment (Chaudhuri, 2010). 
18 
 
However, when it comes to the theories of motivation, literature is not united. Sometimes, 
theories do not provide the same conclusion with regards to the relationships between 
individuals and their motivation. Moreover, as Dvořáková at al. (2007) emphasize, in 
order to be useful, the theories have to be applicable in everyday organizational 
managerial activities, which not all of them are. Since the literature does not provide 
unequivocal solution, it is always up to the manager's decision, his or her experience and 
creativity to figure out which motivational instruments ought to be utilized in the 
company.  
2.3.1. Maslow's hierarchy of needs  
The theory was developed by Abraham Maslow in 1943 and belongs to content theories. 
Maslow proposed that people are motivated by five categories of needs which are listed 
below. Part "a" accounts for human needs generally, part "b" recognizes human needs at 
a workplace. 
1) Physiological needs 
a) food, water, air, sleep, 
b) salary. 
2) Safety 
a) law & order, economic security, physical security, 
b) safe workplace, job security, retirement benefits. 
3) Social: love & belonging 
a) family, friends, community, 
b) work groups - boss, peers, subordinates. 
4) Esteem 
a) recognition of family & friends, prestige, status, respect, 
b) position, power, recognition. 
5) Self-actualization 
a) religion, hobbies, learning, growth, 
b) challenging projects, innovation, creativity, working freedom. 
19 
 
Figure 1: Maslow's hierarchy pyramid 
 
Source: The Speech Crafts (2015) 
The Hierarchy of needs is built on proposition that the needs are being satisfied in order 
of importance, from basic physiological needs to self-actualization. Therefore, according 
to Maslow, individuals tend to move to the top of the pyramid in order to achieve their 
full potential, since a satisfied need no longer motivates (Chaudhuri, 2010; Mathe, 2011).  
"At once other (and higher) needs emerge and these, rather than physiological hungers, 
dominate the organism. And when these in turn are satisfied, again new (and still higher) 
needs emerge, and so on. This is what we mean by saying that the basic human needs are 
organized into a hierarchy of relative prepotency." (Maslow, 1954: 38) 
Self-actualization needs are different for every individual. Someone's greatest desire 
might be to become famous whereas someone else's goal might be helping other people. 
Currently, Maslow's hierarchy of needs is used in organizations to understand the 
employees' needs and to accept the fact that their needs have to be satisfied on different 
levels. Generally, the higher the need is situated, the harder is for an organization to 
provide it. Maslow also stated that although people usually follow the order of fulfilling 
the needs, it does not necessarily have to apply to everyone. Certain people may prefer 
recognition from a boss rather than high level of salary (Mathe, 2011).  
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2.3.2. Existence-relatedness-growth needs (ERG) 
The ERG theory is a modification of Maslow's Hierarchy of needs developed by Clayton 
Alderfer. Thus, ERG also belongs to the category of content theories. ERG identifies only 
three categories of needs, which are 
1) existence: needs for physical well-being, 
2) relatedness: needs for good relationships with others, 
3) growth: personal growth and development (Chaudhuri, 2010). 
In the Figure 2 below, the relation between Maslow's Hierarchy of needs and Alderfer's 
ERG is illustrated. 
Figure 2: How Hierarchy of needs and ERG are related 
 
Source: Motivation Centre (2006) 
The outlined frustration → regression relationship happens when an individual reaches 
the top of the pyramid but does not feel sufficiently recognized for his efforts. Hence, he 
becomes frustrated and moves to lower part of the pyramid, e. g. devotes more attention 
to talking with colleagues (Mathe, 2011).  
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2.3.3. Motivation-hygiene theory 
The theory was developed by Frederick Herzberg in late 1950s and belongs to a category 
of content theories. He distinguished between hygiene needs, which, if unfulfilled, cause 
dissatisfaction and demotivation and motivator factors, which cause satisfaction, 
happiness and have positive effect on motivation (Mathe, 2011). The theory was 
developed through testing a group of technicians who were asked to name factors, which 
make them satisfied and unsatisfied at a workplace. On a basis of the test, he invented 
two groups of factors:  
1) motivators correspond with higher needs in Maslow's hierarchy (achievement, 
recognition, responsibility, opportunities for growth, job content, work challenge, 
autonomy)  
2) hygiene factors refer to external working environment and lie in lower levels of 
Maslow's pyramid (working conditions, relationships at a workplace, salary, security) 
(Chaudhuri, 2010; Mathe, 2011). 
The theory is successful mainly because it is easily understandable and based on a real 
life rather than on academic abstractions. Also, it emphasizes the positive impact of inner 
motivators. 
However, this theory received a criticism since it has several limitations. As Armstrong 
(2015) points out, only a small sample of people was used to develop the theory. Second, 
there was no research conducted to explore the relation between satisfaction and 
performance. Third, the two-factor nature of the theory is necessarily caused by the nature 
of questions used in the research: When did you feel satisfied in work? When did you feel 
dissatisfied in work? (Mathe, 2011). 
In the Figure 3, the overall summary of theories oriented on content is outlined. 
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Figure 3: Overview of the need motivational theories 
 
Source: Mathe (2011) 
2.3.4. Equity theory 
Theory of equity belongs to theories oriented on process and was developed in 1945 by 
J. Stacy Adams. The major motivation in the theory is striving for equity and justice. The 
theory is based on an individual's exchange of giving something and getting something 
in return. This exchange is then compared with other workers.  
Figure 4: Theory of equity 
 
Source: Confluence (2014) 
"Giving" inputs may be education, experience, job effort, skills, personal appearance, 
health, possession of tools. On the other hand, the "getting" outputs are pay, intrinsic 
rewards, seniority benefits, job status, poor working conditions, monotony (Miner, 2006). 
In addition to inputs and outputs, there is one more variable in this theory, which is a 
reference person (or group). They evaluate the equity of one's exchange relationship. 
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Reference person might be a friend, co-worker, relative, neighbour etc. The feeling of 
inequity arises for instance when an individual considers himself a harder worker than 
other employees are, but are paid equally. On the other hand, in some cases, people might 
also feel over-rewarded (Miner, 2006). Individuals always tend to compare their 
giving/getting ratio to ratios of colleagues. When there is a feeling of inequity, the 
employee becomes dissatisfied and demotivated. 
Some argue that the theory of equity concerns only aspect of motivation process. 
However, particularly this aspect can be crucial with regards to morality and performance 
(Armstrong, 2015). 
2.3.5. Theory of expectancy 
Theory of expectancy is another of theories oriented on process. The theory was 
developed by Victor H. Vroom in 1964. Later on, L. Porter and E. Lawler developed it 
even further. The theory expects that people will be motivated if: 
1) they know what to do to gain the reward, 
2) they expect the opportunity to actually obtain the reward, 
3) they expect that the effort invested would be worth it (Armstrong, 2015). 
Vroom identifies three basic terms: 
 valence is the value of outcomes for an individual, 
 instrumentality is the performance-to-outcomes, in other words, the belief that if 
one thing is done, it leads to another, 
 expectancy is the effort-to-performance, i. e. the probability that the action which 
was performed and the effort invested will lead to expected result. 
The motivation can be achieved only if the relationship between efforts and results is 
perceived clear and obvious and if the reward is worth the effort (Armstrong, 2015; 
Chaudhuri, 2010). 
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2.3.6. Theory X and Y 
The theory was developed by Douglas McGregor in 1960. Although this theory concerns 
rather management and leadership of people than motivation itself, it has several 
important impacts on motivation of employees.  
Theory X advocates centrally managed concept of leading people and is connected with 
authoritative styles of management. There is an assumption that employees dislike the 
work, do not have any ambitions and want to avoid responsibility. Therefore, they are 
given exact orders and are under constant control of supervisors. Theory Y, on the other 
hand, supports employees' creativity, they are given space to express their thoughts and 
opinions. Goals of individuals and organization are cooperative, therefore people work to 
reach both their own and organization's goals concurrently (Dvořáková at al., 2007; 
Mathe, 2011). 
As Mathe (2011: 59) points out, McGregor advocated practices of the theory Y: "He 
[McGregor] said that each employee can make a vital contribution to the company, and 
so they should be listened to. Otherwise, when employees are ignored and ill-treated by 
management, and denied opportunities for development, employees begin to resent 
management; this in turn tends to have a reductive effect on motivation." 
According to Mathe (2011) it is managers' responsibility to arrange such working 
conditions to allow employees to develop their talent and abilities. Then, employees can 
self-direct their goals to be in compliance with organizational goals.  
Figure 5: Motivation by management styles 
 
Source: Mathe (2011) 
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Dvořáková at al. (2007) state that the key role in applying any motivation theory plays 
the quality of relationship between manager and subordinate. Motivation theories can be 
successful only if appropriate means are used and only if the manager has a positive 
relationship with employees. Motivational means should be adjusted to employee's 
personality, his or her interests and also interests of an organization. In order to find out 
whether the relationship is positive or negative, questionnaires can be used. Positive 
signals may be friendly tone, willingness to help a colleague, voluntary work overtime, 
team spirit. On the other hand, negative signals are employees not purchasing from their 
own employer, aggressive tone, distrust and personal distance from managers, 
indifference and disinterest when dealing with customers.  
The process of forming high-quality and determined human resources is long-term and 
demanding but still essential (Dvořáková at al., 2007). 
2.3.7. Motivational types of people 
In order to make the motivational system work, it has to be useful (provide something 
needed), efficient (minimal use of resources), stable (be able to endure changes) and 
dynamic (be able to predict changes or even generate them). Plamínek (2013) states that 
people's preferences always incline to some of these features. Four groups of people were 
explored based on their preferences to particular features.    
1. Discoverers prefer systems which are useful and dynamic. They accept 
challenges and high demands, search for new connections, they are creative and 
have original thoughts. They require independence in what they do because they 
are self-confident and know how to tackle with problems. Their goals are exactly 
defined and they aim at good results. They do not mind changes since they know 
how to react to them. On the other hand, they are rather individualists than team 
players and they work best when working alone.    
2. Regulators prefer dynamic and efficient systems. They prefer to be a leader of a 
group, hate criticism and are unwilling to confess their own mistakes. Regulators 
enjoy the feeling when others depend on them; they know how to fight and they 
like strong competitors. They differ from discoverers in putting an emphasis on 
the process of reaching a goal, not only on the result itself. As well as discoverers, 
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they know how to deliver a good performance, however, they have to be sure that 
they will earn benefits which are worth it.  
3. Harmonizers are a mixture of efficiency and stability. They aim at good 
interpersonal relationships, they care about people, respect them and listen to them 
and they are disappointed when they are not listened in return. Their power lies in 
emotional intelligence and empathy. Harmonizers need stable, safe and friendly 
working environment, as well as a sense of belonging. They are not concerned 
with results too much but they are afraid that in case of not accomplishing goals, 
managers would be disappointed or angry.   
4. Accurators are oriented to usefulness and stability. They aim to deliver perfect 
results as well their personal perfectionism, they possess analytical thinking and 
usually finish what they started. Accurators hide their emotions and give an 
impression of rationality; they like clearly assigned tasks with clear methodology 
which they can follow. They respect their superiors even though they do not agree 
with them. They like order, thus they require their time, work and space perfectly 
organized. On the other hand, they do not like changes and they do not concern 
about interpersonal relationships. 
For managers, it is important to distinguish between these types of people in order to lead 
them efficiently and to provide them with customized motivation system.  
 
2.4. Motivational management 
Managers in organizations do not have an easy task, they are supposed to convince 
employees to do what they want them to do. In order to direct employees' efforts 
effectively, managers have to be sincere and dedicated. The process of constant 
motivating of people at work is called motivational management.    
Hiam (2002) emphasizes that traditional command-and-control management is not valid 
anymore. Nowadays, workers who are self-motivated and having a spirit of initiative are 
the most valued assets in organizations. He describes a set of tools and techniques, which 
can be used in motivational management. 
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Communication 
Communication is a powerful tool in the hands of people who have the gift of speech. 
The same sentence may sound differently from different people - whilst from one person 
it is motivating, from another one it can be irritating. To manage the art of communication 
is important for every leading person since there is no specific guide how to effectively 
speak to employees. However, asking lots of open questions is essential. Employees have 
to be sure that the manager cares about them and listens to their ideas and concerns. Sarma 
(2008) identifies five rules of effective communication. According to him, the 
communication has to be clear, brief, simple, precise and integrate. Communication is 
more then dialogue, it helps to build a mutual trust and openness between colleagues as 
well as between subordinates and managers.   
In addition, staff should be encouraged to think. Thinking can be stimulated by involving 
people in decision-making or problem-solving process or by giving them more autonomy. 
What occurs often is time shortage. Managers might be under time pressure and tend to 
think that they can decide faster if not discussing the problem with subordinates. 
However, they should manage to find the spare time in order to keep subordinates 
involved and motivated. 
An important component of communication is the non-verbal stuff. It is more difficult to 
manage the non-verbal communication since people often do not realize the non-verbal 
elements of their behaviour. Particular attention should be paid to non-verbal 
communication in organizations as it makes a huge difference whether the manager 
communicates an information to an employee face to face, by email or by a mediator as 
well as whether he uses imperative or polite tone of voice. Non-verbal communication 
involves body language, appearance, clothing and accessories, posture, facial expression, 
smile, eye contact, gestures, space, a tone of our voice on a telephone, speed of speech, 
choice of venue for an event and selection of the communication medium, using colours 
and graphics in emails (Rai, 2009).  
Empathy 
According to Hiam (2002), there exist a debate whether good mood at a workplace can 
be connected with good results of an organization. There is no clear agreement between 
managers whether work should be fun or just obligation. Hiam (2002: 68) states, that 
28 
 
"managers are partially aware of the emotional aspects of good performance, but not 
quite ready to take the leap of managing the emotional climate for performance". 
One of the ways how to discover whether the employees are happy at work or not, is to 
directly ask them. Although this technique is simple, quick and direct, workers usually 
do not admit the truth. The manager than should not stop at this point, on the other hand, 
he should keep asking more questions in order to explore the factors which influence 
employee's performance. Another way to analyse worker's feelings is to listen to his non-
verbal communication, which includes the underlying emotions, his sound of voice, face 
expression etc.  
Setting challenging goals and opportunities 
One of the most effective motivating factors is the opportunity to achieve something 
significant through hard work. Employees who are given meaningful goals as well as 
opportunities to reach the goals, usually work harder to accomplish them. Moreover, they 
feel much more satisfaction in comparison with the situation when they are given dull 
and boring job to do.  
According to Hiam (2002), it is managers' responsibility to ensure that employees feel 
their work content is challenging and meaningful. Therefore, they should assign the 
employees with goals which are important for them, which interest them and which are 
not easy to do. It is more effective and motivating to give employees specific tasks and 
goals with clear purpose than to pay them on a monthly basis for tedious and unexciting 
work.   
Feedback 
Feedback is an information about a performance which a subordinate receives from a 
manager. The aim of a feedback is to improve employee's performance. However, 
managers sometimes use incorrect techniques of feedback, for instance give feedback 
which is too vague and not really motivating. Then, an employee might feel rather 
criticized than motivated.  
In order to provide quality feedback, it has to be: 
 specific, so that the employee can relate identifiable behaviour; 
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 accurate, so that it leads to constructive solutions, not to confusion and anger; 
 informative about how to do things differently and better; 
 controllable, i. e. relating to behaviour and actions which an employee actually 
can change (Hiam, 2002). 
Feedback is either positive or negative. For managers, it is wise to bear in mind that 
overload of negative feedback is demotivating. Managers tend to keep silent until an 
employee makes a mistake. However, every negative feedback should be compensated 
by a positive one, since giving only negative feedback makes the worker to feel frustrated 
and less motivated (Hiam, 2002). 
Recognition and rewards 
Many organizations believe that the fluctuation of employees, their bad performance, 
vague approach to work and negative attitude can be fixed by increasing the number of 
bonuses, certificates, prizes etc. However, although rewards and recognition are powerful 
motivators, they are not always the solution. Providing employees with expensive cars or 
the newest technology does not necessarily have to increase their motivation to work. 
Sometimes, they wish to have more autonomy, independency or better working 
conditions (Hiam, 2002). 
There are many means to recognize and reward the staff in a non-monetary way. 
Employees can be given a gift card, a trophy, an acknowledgement, a flight ticket, a day-
off etc. Both monetary and non-monetary motivating factors are examined in detail in the 
following chapter. 
 
2.5. Remuneration and motivation relationship 
Compensation or remuneration in a company in an extremely important issue since it 
represents the best way to motivate people. Compensation is "the remuneration an 
employee receives in return for his or her contribution to the organization" 
(Shivarudrappa, 2010: 91). The issues of compensation have become a major issue of the 
HRM. For both the company and employees the conditions of compensation are of main 
importance. Also, the standard of living, social status, loyalty and productivity at work 
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depend on the shape of compensation. The range and extent of compensation is dependent 
not only on internal resources of an organization and job worth, but also on external 
economic conditions (Shivarudrappa, 2010).  
Organizations usually use economic and non-economic factors to remunerate and 
motivate employees. Economic motivation is always connected with money, either in 
direct or indirect way and is considered to be the most efficient mean to motivate. 
Economic motivation factors are for instance:  
 wage, 
 salary, 
 bonus, 
 profit-sharing, 
 leave with pay (Sarma, 2008). 
The terms of wage and salary are often use as substitutes, however, each one has (or use 
to have) a different meaning. Originally, wage was defined as "the remuneration paid by 
the employer for the services of hourly, daily, weekly and fortnightly employees" (Rao, 
2010: 231). Salary, on the other hand, is paid to clerks managerial personnel employed 
on monthly or annual basis. However, as Rao (2010) points out, in modern environment 
of human resources this distinction is not valid anymore since the HRM treats managers 
and their subordinates at par. Both wage and salary are perceived as direct remuneration 
to employees for their services. 
Non-economic motivators might be factors such as:  
 promotion, 
 physic rewards, 
 status rewards, appraisal and prestige,  
 delegation of authority, 
 participation, 
 job security, 
 job enrichment (Sarma, 2008). 
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In order to motivate employees effectively, each company should have a certain reward 
system. An effective reward system, according to Sarma (2008), should include following 
features: 
 value: individuals prefer different rewards, they should have an option to choose 
how they want to be rewarded (publicity in a company's newsletter, promotion, 
certificate, cash reward...); 
 simplicity: the procedures of evaluating employees should be clearly outlined, 
easy to use and reviewed by several levels of management; 
 the standards of performance laid down within the control of a team; 
 the system has to be fair and effective; 
 the participation of every employee in the reward system should be ensured. 
 
2.6. Fringe benefits and incentives  
Fringe benefits are an important component of a motivational system in a company. 
However, it is important to realize that the motivational system is effective only as far as 
the salary structure is satisfactory. There is no effect in having wide range of fringe 
benefits in situation where employees are not satisfied with their basic salary. The salary 
should be based on objective criteria and reward employees according to the 
responsibilities they carry.  
Patel (2007) classifies employees' benefits into three categories as follows.  
Status benefits: 
 Car is a benefit, which, in the majority of companies, clearly distinguishes 
between white-collar and blue-collar workers, i. e. between managers and lower-
positioned or manually working employees. Clear rules should apply with regards 
to conditions under which an employee deserves a company car. 
 Laptop has become one of the most essential working tools, especially for 
managerial layer. Companies are aware of this fact and usually provide company 
laptops to managers. 
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 Telephone is one of the most common benefits in the managerial sphere of an 
organization. Initially, managers used to be provided with a telephone due to 
possible unexpected out-of-hours incidents, but currently it is a matter of standard 
to provide every manager with a telephone.    
 Meals do not only represent significant saving for employees, dining rooms are 
also ideal place to build a corporate sense between workers and executives. 
Informal discussions help to transmission of information as well as to keep good 
and healthy relationships within the organization.   
 Holidays, although not real extra benefit, is considered essential to good health 
of employees and thus organisation. Holidays usually involve four to five weeks 
per year of holiday entitlement, two to three years of maternity leave, about three 
days of paternity leave and few days of bereavement leave.   
 Gifts are used mainly in form of reward in various occasions, for instance on 
birthday, anniversary, loyalty reward etc.  
 Employees also might be given clothing, either as a form of gift in above 
mentioned occasions or from practical reasons, such as uniforms or safety 
clothing. 
 Entertainment facilities, e. g. pool, fitness, billiards, table football or café at a 
workplace. 
 Foreign travel is initially perceived glamorous but with increasing intensity of 
trips, especially in case of business trips, the attractiveness declines and may even 
result in aversion to travelling. Individual needs should be taken into account since 
the foreign travel preferences vary with every individual. 
Security benefits: 
 Pension schemes are considered very important benefits as well as managerial 
tools. Pension schemes differ across companies.  
 Some companies provide housing benefits and cheap loans. Workers are 
enabled to buy a property at a higher standard than his salary would otherwise 
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support. Employees themselves consider this benefit very important, however, 
there is a risk that employees would become locked in to the company by their 
dependence on the loan.  
 Medical and death insurance cover involves sick leave or sick days pay. 
 Scholarships and crèches for children are not very common benefit provided 
by companies. Currently, only few companies are ready to pay scholarship fees 
of employees' children. However, certain companies are willing to pay the costs 
since they see the benefits on both sides. By paying the costs connected with 
crèches they motivate women to come back to work sooner than otherwise 
possible and thus retain their valuable skills and experience. 
Work benefits: 
 Office accommodation, together with car, is another visible benefit which clearly 
distinguishes between white-collars and blue-collars. For senior managers who 
insist on public recognition, a new huge office might mean more than increase in 
salary.  
 Management training represents for instance language trainings, technical 
trainings, communication and presentation skills, assertiveness, personal 
couching etc.  
 Sport and social activities discounts belongs among benefits with long history 
and high popularity between employees. Those facilities are usually well accepted 
by workers and their families as well.  
 Subscriptions regarding memberships in professional bodies or organizations.   
 Retirement counselling is associated with the end of a career. Certain employees 
might have problem to start a totally different life when retired, from that reason 
companies provide free pre-retirement courses. 
Rao (2010) adds several more common benefits, which are legal aid, transportation, 
employee counselling, holiday homes, welfare organizations and educational facilities. 
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Cafeteria system 
Recently, firms appear to compete with each other on who offers better benefit packages. 
Companies try to tailor fringe benefits to employees' needs. One of the latest innovations 
in providing fringe benefits is so-called Cafeteria system.  
Thanks to Cafeteria system, fringe benefits became much more flexible. Employees are 
allowed to choose between a variety of benefits which suits her or him the best. Not only 
the Cafeteria system eliminates duplicate benefits in families (double insurance cover 
etc.), it also provides the opportunity of choice, which is perceived positively by 
employees and increases the job satisfaction (Pieper, 2012).  
 
2.7. Summary of the theoretical background 
Since the human capital is one of the most important assets in companies nowadays, an 
efficient human resources management is crucial. High quality workforce has the power 
to influence the economic performance of the whole enterprise. In order to lower the 
fluctuation and thus costs, companies intend to keep their staff motivated and satisfied. 
As there are various types of people, there are various ways to motivate them. A number 
of different theories is being used, the most important of which were introduced above. 
However, every human being is unique, hence those theories should not be considered a 
dogma. 
Motivational management is a complex activity with several important elements, such as 
communication, feedback, recognition or rewards. With regards to remuneration, fringe 
benefits are something that helps the organisation to reward its staff in a non-monetary 
way. Thanks to fringe benefits, companies are enabled to motivate and remunerate the 
employees for their work and effort. Also, they contribute to lower fluctuation and the 
sense of belonging to the company. As organisations began to realise the importance of 
the human capital, they tend to provide the employees with an increasing number of 
benefits.     
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3. PROBLEM ANALYSIS AND CURRENT SITUATION 
In this chapter the company CRV Czech Republic is introduced. Its history, current 
situation and organizational structure is outlined. Subsequently, the motivational system 
of the company is described, as well as the system of remuneration and fringe benefits of 
employees in the company. In the subsequent part of this chapter, the aims of the research, 
research methods and methods used in evaluation of results are described, research 
universe is identified and research results are analysed.  
3.1. Characteristics of the CRV Czech Republic  
CRV Czech Republic, s. r. o. (CRV CZ) is the biggest breeding company on the Czech 
market with many years of history. The parent company CRV International is located in 
Arnhem, Netherlands, employs approximately two thousand people and operates all over 
the world. CRV International is one of three biggest breeding companies worldwide and 
CRV CZ is the biggest one in the Czech Republic in terms of breeding of Holstein and 
Fleckvieh cattle. Their main business activities also involve supplies of insemination 
doses of various kinds of bulls.   
Table 1: Basic information: CRV Czech Republic 
Official name CRV Czech Republic, spol. s r. o. 
Address Vídeňská 340, Vestec u Prahy, 252 42 
Identification number 270 85 317 
Legal form Limited liability company 
Subject of business Agriculture 
 
Activities connected with breeding, grading up and 
evidence of agricultural animals 
 Production, trade and services 
 Property and non-residential building rentals 
 Road transport 
Source: Author's own work based on data from Annual report 2014, CRV CZ 
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3.1.1. History of CRV CZ 
The company commenced its business under the name of CZ Delta, s. r. o. on 1 April 
2004. Nevertheless, it was not the real beginning of the CRV CZ, since most of the assets 
of the company were purchased from Českomoravská plemenářská unie, a. s. Those 
assets included also many experienced employees. Subsequently, a company KESA 
PLUS, s. r. o., which used to be a mediator between the Czech Republic and the 
Netherlands, was acquired. CZ Delta was renamed to CRV CZ in 2008. The owner of the 
company is CRV International with background in the Netherlands and Belgium. The 
CRV International has subsidiaries in Brazil, Australia, Luxembourg, South Africa, New 
Zealand, Germany, Spain and the USA.  
The change of owners did not influence the direction of business of CRV CZ. The 
company keeps providing Czech farmers with quality breeding material. Thanks to the 
acquisition by the CRV International, the company gained access to new kinds of 
insemination doses as well as the newest technologies (CRV Czech Republic, n.d.).       
3.1.2. Current situation in CRV and services provided 
The main field of activity involves:  
 breeding and insemination, 
 collection and processing of cattle data, 
 specialized software, 
 control of performance, 
 herd book activities, 
 on-farm services, 
 professional consultancy, 
 management products, 
 publishing magazines about the industry (CRV Corporate, 2016; CRV Czech 
Republic, n.d.). 
The top management of the CRV CZ consists of CEO, chief services officer, chief sales 
and marketing officer, chief production officer and chief financial and controlling officer.  
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Current strategy of CRV CZ is defined by particular objectives, which are:  
 constantly improving relationships with customers, 
 active sales marketing, 
 effective leading structure,  
 innovative information and telecommunication technologies, 
 motivation of employees leading to better performance,  
 continual growth of sales in the Czech Republic and Central Europe (Annual 
report CRV Czech Republic, 2015). 
3.1.3. Position on the Czech market and economic development 
CRV CZ is the biggest breeding company on the Czech market, mainly because of quality 
products and services which offers. The company operates all over the Czech Republic. 
Thanks to the affiliation with a large international company CRV International, their 
market share is expected to keep growing (CRV Czech Republic, n.d.).   
The biggest competitors of the CRV CZ on the Czech market are: 
 Natural s. r. o.,  
 Chovatelské družstvo Impuls,  
 Genoservis a. s., 
 Chovservis a. s., 
 ISB Genetic a. s.,  
 Zooservis a. s.,  
 MTS s. r. o., 
 Inplem, 
 Plemko, s. r. o.,  
 Agro Měřín, a. s.,  
 ABS CZ, s. r. o.  
3.1.4. Organizational structure 
The company is divided into six regions which provide services. Those regions are 
Havlíčkův Brod, Sedlčany, východní Čechy, západní Čechy, Uherský Brod, Boskovice.  
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The company consists of four main sections. Those sections are: 
 sales and marketing, 
 breeding,  
 consultancy and nutrition,  
 central office in Vestec u Prahy.  
The detailed organizational structure is illustrated in the Figure 6 below. 
In addition, the company owns insemination point ISB Zásmuky, waiting point Valov 
and breeding point OPB Osík. 
The staff of the company currently consists of: 
 five members of top management, 
 six economists (one for each region), 
 four managers of breeding department, 
 six managers of production and animal trade, 
 four specialists of information products, 
 six regional managers, 
 twenty-six consultants, 
 number of specialists of milk recording and technicians of artificial insemination 
who are subordinate to regional managers and consultants 
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Figure 6: Organizational structure in CRV CZ 
 
Source: Author's own work based on company data 
In total, there are currently 230 employees of the CRV CZ working full-time and several 
part-time workers. 
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3.2. Analysis of the motivational system in the CRV CZ  
The CRV CZ provides its workers with wide range of monetary and non-monetary 
benefits. Nevertheless, those benefits vary among particular positions in the company. 
This work analyses the employees' benefits of the mid-managerial layer, i. e. benefits of 
regional managers and consultants. Hereafter, terms "employee", "worker" and "staff" 
refer to the group of regional managers and consultants. Neither top management, nor 
specialists of milk recording and technicians of artificial insemination were involved in 
this analysis.   
In this subchapter the aims of the research, research methods and methods used in 
evaluation of results are described. Subsequently, research universe is identified and 
finally, research results are analysed. First part of the analysis deals with job satisfaction 
of employees at work, second part discusses motivation at work. 
3.2.1. Aims of the research 
The aims of this research were to map the current motivational system in the company 
CRV CZ, find out what benefits and motivational elements are provided to the mid-
managerial layer of employees and discover what other benefits would be welcomed.  
3.2.2. Research methods 
In order to gain information about the CRV CZ, first, I have studied their Czech website, 
as well as the website of the parent company, CRV International. Second, I have studied 
annual reports of the company, including financial statements over the past three years. 
From this documents and websites, I have gained information on the organizational 
structure, company’s vision, mission, strategy, it’s accounting principles and the current 
economic situation. These data helped me to get an overall idea on how the company 
works, what is its economic performance and what is the hierarchy inside the 
organisation.  
To get knowledge about the motivational system in the organization, first, I have 
conducted an interview with one of the consultants (see Appendix A). The face-to-face 
interview was conducted in January 2016 and the data are stored in a paper form. The 
questions were made in a way to provide me with as many information about the 
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motivational system as possible. I aimed the questions at employee’s satisfaction and 
current benefits as well as other possible benefits which would be welcomed.  
Since there is neither a personnel department in the company, nor a human resources 
officer, I have conducted second structured interview with one of the top managers of the 
company. In this step, I have verified and completed all the information gained previously 
from the consultant (see Appendix B). As it was not possible to meet the respondent in 
person because of geographic distance, the interview was conducted electronically via 
emails in February 2016. The aim of the interview was to get detailed information on the 
fringe benefits which are provided to employees and their exact conditions of use.  
Thanks to these interviews I got a general knowledge on the motivational system and 
fringe benefits in the company.  
Subsequently, I have sent a link to anonymous online questionnaire via email to all 
relevant employees, i. e. to regional managers and consultants (see Appendix C). The 
online questionnaire was created using Google Forms in February 2016. The answers 
were recorded in a downloadable Excel sheet, based on which I have then created charts 
and tables. Overall, I have collected seventeen completed questionnaires out of thirty-two 
questionnaires sent. The rate of return was therefore 53 %. 
3.2.3. Interviews with representatives of relevant positions  
As already mentioned in the research methods above, I have conducted an interview with 
one of the consultants. In the first part of the interview I asked about general information 
about the respondent. The consultant is 57 years old male and he has been working for 
the company CRV CZ for twelve years. However, previously he had worked for a 
company which was acquired by the CRV CZ, therefore he works in the industry for 
thirty-five years now. I asked him to describe what kinds of bonuses and fringe benefits 
they receive and what the conditions to be able to get them are, since this information is 
not published in the company documentation. Finally, in order to get his personal opinion, 
I asked whether he is satisfied with the current system and whether he would welcome 
some additional benefits.  
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The interview revealed that the company generally provides a wide range of benefits, 
therefore he is satisfied. However, he proposed a complex medical examination as a 
welcomed additional benefit. 
Secondly, since there is no HR officer in the company, I have conducted a structured 
interview with one of the top managers. The respondent is a male in a category of 25-39 
years. In this interview, I have deepened the knowledge about the size of the company, 
as well as about the fringe benefits provided. The manager also provided me with exact 
information on conditions of using those benefits since it is not possible to get this 
information from any company’s internal documents. 
3.2.4. Remuneration of employees and current fringe benefits 
The staff of CRV CZ is remunerated by regular monthly pay. In addition to the monthly 
salary, the employees also receive financial motivational bonuses.  
The financial bonuses are tied to an individual performance. Employees are given specific 
tasks and goals by their direct managers. Those goals are connected with sales figures, 
receivables and other criterions. If the goals are accomplished, the employee receives a 
bonus, which is paid quarterly.  
CRV CZ does not provide any privileges, bonuses or advantages (such as increase in 
salary or more days of holiday) connected with a number of years worked for the 
company.    
To sum up, their salary consists of two parts: 
1. basic monthly salary 
2. quarterly bonus which is connected with individual performance and specific 
tasks 
Apart from monetary bonuses and rewards, CRV CZ provides employees with several 
non-monetary benefits. As it was mentioned above, the following benefits apply to 
regional managers and consultants only. There are different motivational schemes for top 
management, specialists of milk recording and technicians of artificial insemination. 
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Fringe benefits received by regional managers and consultants involve:  
1. Car 
A car is provided to all employees who need it for performing their daily job duties. The 
car is provided for occupational purposes in the first place, however, if an employee is 
interested in using the car for private purposes as well, it is also possible. In that case, a 
special contract is signed between the CRV CZ and the employee. When using the car for 
private purposes, the employee pays fuels on his or her own. In addition, monthly tax 
base for the purpose of calculating the taxation is increased by 1% of the price of the car. 
2. Laptop 
Laptop is provided to all employees who need it in their day-to-day operations. Laptops 
are provided entirely for free. Moreover, when leaving the organization, employees have 
an option to purchase the laptop for its residual value.   
3. Tablet 
Recently, employees were also equipped with tablets which are endowed with permanent 
internet connection. Tablets are provided to all employees who express interest to obtain 
one. Those devices are provided for free and they help the consultants in their common 
daily operations, especially when they need to quickly demonstrate certain information, 
data of catalogue to subordinates.  
4. Mobile phone 
Mobile phone is also provided to all regional managers and consultants, nevertheless, the 
lump sums differ. The volume of free minutes and data are customized according to 
employee's individual needs, especially his or her frequency of calls.  
Workers are allowed to use the mobile phones for private purposes as well, however, if 
the agreed limit is exceeded, the difference is reduced from employee's salary. When 
leaving the company, workers are allowed to purchase the mobile phone for its residual 
value.  
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5. Luncheon vouchers 
Luncheon vouchers are provided to employees with both full-time and part-time 
contracts. The value of a luncheon voucher is 75 CZK. CRV CZ covers 55 % of a price 
of the luncheon vouchers, the rest of the sum is paid by the employee. 
6. Specialized trainings 
Trainings and seminars are adjusted to the needs of both the organization and the 
workforce. The specialization of trainings differs in compliance with current needs of 
individuals and their agreed educational schemes. Trainings are held by either external 
mentors or by internal workers, depending on a topic. Those sessions have collective and 
irregular character. 
7. Five weeks of holidays 
Every employee has the option to take five weeks of holiday per year, which is one week 
more than the Labour Code prescribes. 
8. Clothing  
Employees receive two types of clothing. First of them are clothes which are obligatory 
due to safety reasons. Thus, employees receive for instance wellington boots, dungarees, 
boiler suit or smock. Secondly, at various conferences they receive clothes with 
company's logo. Those are for example jackets, waistcoats, shirts, ties, caps etc. 
9. Social events, dinners 
Dinners are usually part of meetings and conferences, however, there is no such thing as 
official Christmas party, anniversary celebrations, ball or teambuilding events.  
10. Educational allowances/benefits 
Every employee who desires to further develop himself by attending educational courses 
is given a financial contribution from the company. The amount of financial contribution 
usually covers the costs in full extent, especially in case of foreign language courses and 
marketing courses.  
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11. Work and life anniversary benefits 
Work and life anniversary benefits have a form of one-time financial contribution. The 
amount of money received depends on years spent in the company and the age of an 
employee.  
12. Pension benefits 
All employees working in CRV CZ full-time for more than one year are entitled to receive 
a monthly contribution to pension savings of 300 CZK. 
3.2.5. Methods used in evaluation of data from questionnaires 
For the evaluation of data from the questionnaires I have used descriptive statistics of 
quantitative data. The data from questionnaires were transferred to Microsoft Office 
Excel sheet. I have clustered the individual answers of every single respondent into 
groups and categories, expressing their absolute and relative frequency. Subsequently, I 
have created pie charts out of this data. All pie charts are supplied with written comments 
and explanations.  
With regards to the very first part of the questionnaire, the research sample, I have used 
descriptive statistics of nominal, interval and ordinal data. In the second and third part of 
the questionnaire, I have expressed the absolute and relative frequency of the answers 
using descriptive statistics of nominal data. In questions five and twelve I have used an 
additional method in order to get more exact results. I have processed the ordinal data by 
assigning different values to every possible answer (definitely yes/more likely yes/more 
likely no/definitely no). I got a numeric value of every factor and I therefore could detect 
which factors are considered the most important. 
3.2.6. Research sample  
Since all of the regional managers and consultants have laptops and internet connection 
available, the questionnaires were sent in electronic form via email. The link to online 
questionnaires was sent to 32 regional managers and consultants. In total, 17 completed 
questionnaires were collected. 
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The aim of the very first part of the questionnaire was to gain basic data about 
respondents, such as gender, age, education and time worked for the company, so that I 
get knowledge about their demographic composition. 
Out of 17 completed questionnaires, six of them were fulfilled by women (35,3 %) and 
eleven by men (64,7 %). There are less women then men working in the researched mid-
managerial layer. Women work rather in economic and financial departments. 
Chart 1: Gender 
 
Source: Author's own work 
The positions of regional managers and consultants require a certain level of qualification 
and the company also puts an emphasis on many years of experience. Therefore, the staff 
of the CRV CZ consists mainly of mid-aged people and there is no one under 25 working 
in the company on these positions. Groups 25-39, 40-54 and 55+ are represented almost 
equally by the respondents. Out of 17 respondents, six of them are aged 25-39, six of 
them are 40-54 and five of them are 55+ years old. 
Chart 2: Age 
 
Source: Author's own work 
35%
65%
Gender
female
male
35%
35%
30%
Age
25-39
40-54
47 
 
From the Chart 3 below is it obvious that 71% of respondents, i. e. twelve persons, have 
a university degree. There is no one with lower education level than high school with 
graduation. Workers are not officially forced to have a university degree, however, it is 
becoming a necessary standard. Concurrently, lower level of education than high school 
with graduation would be unacceptable.   
Chart 3: Education 
 
Source: Author's own work 
Since the company appreciates many years of experience, there is not a high level of 
employees' fluctuation in the CRV CZ. Contrarily, there are many employees working in 
the company for a long period of time. The employees are given opportunities to grow in 
their career which is one of the reasons why eleven of out seventeen regional managers 
and consultants have been working for the CRV CZ more then 10 years and 47% of them 
even more than 15 years (see Chart 4).  
Chart 4: Time worked for the company 
 
Source: Author's own work 
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3.2.7. Research results 
In this chapter I will interpret answers to particular questions connected with motivational 
system in the company and fringe benefits. This chapter is divided into two subchapters, 
first of them deals with job satisfaction, the second one discusses motivation at work. 
3.2.7.1. First part: Job satisfaction 
The first part of the questionnaire discussed job satisfaction of employees. The aim of this 
part was to gain knowledge on what factors contribute to employees' satisfaction, whether 
the workers are satisfied with their working conditions, relationships at workplace, 
working hours etc. 
Question one: Which of the factors are important for you in terms of work 
satisfaction? 
From the Chart 5 below it can be concluded that the interestingness of work together with 
salary and friendly relationships at the workplace are the most important factors regarding 
the job satisfaction. Also the security of employment and fringe benefits contribute to job 
satisfaction of employees of the CRV CZ. On the other hand, working hours and the 
possibility of promotion play insignificant role in terms of job satisfaction, since only 
29%, resp. 6% of all respondents consider those factors important.  
One respondent marked the option “other” without any further specification. 
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Chart 5: Factors important in terms of job satisfaction 
Source: Author's own work 
Question two: When considering all aspects, are you satisfied at your work?  
In the second question the employees were asked to evaluate their overall satisfaction 
with their work. None of the respondents feels intense dissatisfaction. Contrarily, most of 
the respondents are satisfied with the work. In total, 85% of respondents are satisfied and 
only 13% feel dissatisfied. 
Chart 6: Overall satisfaction at work 
 
Source: Author's own work 
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Question three: Do you get feedback regarding your job performance? 
Only 18% of respondents feel they get appropriate feedback on their work performance. 
Although 58% of employees state they are getting some feedback, there are still 24% of 
workers who are not satisfied with the feedback they get. There is a space for 
improvement. 
Chart 7: Feedback 
Source: Author's own work 
Question four: Are you satisfied with your working hours? 
From the data collected from the questionnaires it can be concluded that the employees 
of CRV CZ are truly satisfied with their working hours. Forty-seven percent of 
respondents feel definitely satisfied and fifty-three feel more likely satisfied. The working 
hours vary among the employees however there are no night and weekend shifts, which 
might be the reason of the overall satisfaction within the company. 
Chart 8: Working hours 
 
Source: Author's own work 
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3.2.7.2. Second part: Motivation at work 
The purpose of the second part of the questionnaire was to gain detail knowledge on what 
factors are considered motivating, what fringe benefits are important motivators, if the 
employees feel acclaimed and paid enough for their working performance, what fringe 
benefits they are taking advantage of and what other benefits they would welcome. 
Furthermore, alternative motivational systems were introduced and the respondents were 
asked whether they would be open to those options.  
Question five: Do you consider following factors motivating?  
The workers were asked to evaluate what factors they consider motivating. From their 
answers I have deduced that important motivating factors are salary, work content, 
possibilities of further development and fringe benefits.  
On the other hand, the possibility of promotion is 'definitely not' or 'more likely not' 
motivating for 10 respondents and security of employment is not motivating for 7 
respondents.  
Chart 9: Motivating factors 
Source: Author's own work 
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To get more exact view of the factors important for employees' motivation, I have 
calculated numeric values of every factor. I have done this by assigning a values from 1 
to 4 to every possible answer, i. e.:  
Definitely yes = 1 
More likely yes = 2 
More likely no = 3 
Definitely no = 4 
Therefore, the lower the value is, the more important the factor is for employees' 
motivation. The results are shown in the Table 2 below.   
Table 2: Motivation factors 
Motivational 
factor 
security of 
employment 
salary 
work 
content 
possibility 
of 
promotion 
fringe 
benefits 
possibilities of 
further 
development 
Numeric value 2,12 1,69 1,75 2,87 1,87 1,8 
Source: Author's own work 
From the table above is it obvious that the most important motivation factor for regional 
managers and consultants of CRV CZ is salary, followed by work content, possibilities 
of further development and fringe benefits. Contrarily, factors which do not play an 
important role in motivation of employees are the possibilities of promotion and security 
of employment. 
Question six: Do you consider fringe benefits important motivational factors? 
The chart 10 below reflects the fact that 14 out of 16 respondents (88%) consider fringe 
benefits important motivators. It means that not only managers of the company, but also 
its employees themselves consider fringe benefits motivating.    
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Chart 10: Fringe benefits as motivational factors 
Source: Author's own work 
Question seven: Were you recently acclaimed for your work? 
With regards to praise, the answers to this question revealed that employees do not feel 
acclaimed enough for their performance. Only 6% of respondents think that they are 
definitely being acclaimed. Although 44% stated they are more likely being acclaimed 
enough, there is still one half of respondents who believe that they were not acclaimed 
for their work recently. There is a considerable space for improvement since oral 
acclamation does not cause any additional costs but can have significant positive effects 
on employees' work satisfaction and performance.   
Chart 11: Praise 
 
Source: Author's own work 
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Question eight: Does your salary comply with the work you perform?  
In this question the workers were appraising their salary in relation to their performance. 
Ninety-four percent of respondents stated that their salary does not correspond to the 
amount of work they perform.  
Chart 12: Salary 
 
Source: Author's own work 
If not satisfied, what increase in salary would satisfy you?  
Out of fifteen workers who are dissatisfied with their salaries, seven specified the 
proportional increase in salary which would satisfy them. Surprisingly, all of them were 
in a range of 10-15%. From this fact it can be concluded that even though overwhelming 
94% of respondents are not satisfied with their salary, the current level of salary is not 
extremely low. 
Chart 13: Increase in salary 
 
Source: Author's own work 
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Question nine: Are you satisfied with the current system of fringe benefits? 
According to answers of respondents, the employees are generally satisfied with the 
current system of benefits, as 88% of respondents are satisfied and only 12% of 
respondents feel there in a space for improvement. This can be caused by the fact that the 
CRV CZ already provides a wide range of fringe benefits.  
Chart 14: Satisfaction with current fringe benefits 
 
Source: Author's own work 
Question ten: What fringe benefits are you taking advantage of? 
 Employees of CRV CZ are provided with many fringe benefits. In this question the 
respondents were asked to indicate what fringe benefits they are actually using.  
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Chart 15: Fringe benefits currently using 
 
Source: Author's own work 
According to the answers of the employees, all of them are using car, laptop and mobile 
phone. Those three benefits are essential for their day-to-day performance.  
The majority of employees, however not all of them (88%), take advantage of luncheon 
vouchers and extra week of holiday, i.e. 25 days of holiday per year. Next, 76% of 
respondents accept the clothing provided by the company. There are two types of 
clothing, there are some obligatory parts of clothing, such as wellington boots and then 
there are extra items, such as shirts, ties, jackets etc.  
Subsequently, 53% of respondents attend specialized trainings, however those trainings 
are not always accessible for everyone. Trainings are often a part of conferences which 
are held on a particular topic or with particular specialization, which might be the reason 
why only half of respondents attends those trainings regularly.  
Only 12% of respondents take advantage of financial contributions for educational 
purposes. Those contributions involve various language, management or marketing 
courses and other educational activities. Similarly, 12% of respondents attend social 
events and parties. However, these parties do not have neither regular, nor official 
character. The events are organized on a voluntary basis by managers or employees 
themselves.  
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One respondent claimed using another kind of fringe benefit. He stated non-fixed working 
hours as a benefit.  
Question eleven: What other benefits would you welcome?  
Through this question I have tried to identify a potential space for improvement of the 
current system of benefits. Employees were asked to mark which of sixteen additional 
fringe benefits they would welcome. The number of benefits they could mark was not 
limited in any way. In addition, they were given the option to propose own benefits.   
Chart 16: Additional fringe benefits 
 
Source: Author's own work 
As illustrated in the Chart 16 above, the benefits which would respondents welcome the 
most, are financial contributions for vacations (53% of respondents) followed by financial 
contributions to sport activities (41% of respondents). The company CRV CZ does not 
provide any financial or material benefits in this areas.  
Furthermore, 29% of respondents desire financial contributions for Christmas and the 
same number of respondents would like to have several sick days per year to heal mild 
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flu etc. Not negligible number of respondents stated that home office and financial 
contributions to cultural events would be welcomed as well. Eighteen percent of 
respondents also wish to be remunerated according to the number of years worked for the 
company as well as cheaper financial loans.  
One respondent marked the option "other" and as an additional fringe benefit stated 
complex medical examination.  
Fringe benefits which were not marked frequently by the respondents were company ball, 
contribution for important life events, living and medicaments, free drinks at workplace. 
None of the respondents considers beneficial contributions for university studies, free 
vaccination and material presents.  
Question twelve: Do you agree with the following statement? 
In this question the respondents were asked to evaluate six statements, if they agree with 
them or not. First three statements dealt with extrinsic motivation, next three dealt with 
inner motivation. The aim of this question was to reveal whether the employees are 
motivated both externally and internally and to what extent. The questionnaire contained 
following statements:   
12.1. When working, I have a significant level of autonomy.  
12.2. Thanks to my job I am constantly growing.  
12.3. My job is diverse and has sense.  
12.4. When working well, I am being acclaimed or I get a positive feedback.  
12.5. When working poorly, I can be punished (salary deduction, verbal rebuke etc.)  
12.6. With regard to working performance of employees, the remuneration is fair.  
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Chart 17: Do you agree with a statement? 
Source: Author's own work 
Similarly like in the question five, in order to get more exact knowledge about employees' 
intrinsic and extrinsic motivation, I have assigned every possible answer with values from 
1 to 4, i. e.:  
Definitely yes = 1 
More likely yes = 2 
More likely no = 3 
Definitely no = 4 
Therefore, the lower the average value is, the more truthful the statement is. The results 
are shown in the Table 3 below.   
Table 3: Statements 
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Source: Author's own work 
Is was discovered that the most truthful statement is "My job is diverse and has sense." 
Employees also feel that they have opportunities to constantly grow in their career. They 
also agree that they have a significant level of autonomy when working.  
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On the other hand, two least truthful statements are "With regard to working performance 
of employees, the remuneration is fair." and "When working well, I am being acclaimed 
or I get a positive feedback." Moreover, the respondents do not think they would be 
punished in case of poor performance.  
Chart 18: Average values of statements 
Source: Author's own work 
On the whole, the results indicate that employees feel rather internally then externally 
motivated.  
Question thirteen: Would you welcome so-called Cafeteria system (getting 'points' 
instead of fringe benefits with the possibility to spend these points for benefits 
according to individual preferences)? 
The Cafeteria system was for the majority of respondents a new term. However, the 
concept was explained in the instructions of the question and 44% of respondents would 
be happy to try it, out of which 25% would "definitely" agree with the system. On the 
other hand, there were 56% of respondents who would prefer to keep the old system when 
the top management of the company decides about the fringe benefits without employees 
participating on the decision or having the possibility to choose the benefits.  
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Chart 19: Cafeteria system 
 
Source: Author's own work 
Question fourteen: Would you welcome a possibility to exchange the fringe benefits 
for salary and vice versa?  
In the last question of the questionnaire the employees were asked whether they would 
welcome the opportunity to exchange their fringe benefits for money or the other way 
around. The majority of respondents (56%) would vote in favour of this option. Thirty-
eight percent would rather keep the old system and 6% definitely do not want to change 
anything.  
Chart 20: Exchange of fringe benefits for salary 
 
Source: Author's own work 
From questions thirteen and fourteen it can be concluded that the employees of the CRV 
CZ are fairly open to new opportunities and systems which would result in relatively easy 
implementation of new motivational systems. 
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3.3. Summary of the research via questionnaires 
The first part of the questionnaire dealt with work satisfaction by analysing factors such 
as working conditions, relationships at a workplace, working hours etc. Based on the 
results from this part it can be concluded that employees are generally satisfied.  
The most important factors for their job satisfaction are interestingness of work, salary, 
working hours, security of employment and fringe benefits. Furthermore, all of the 
respondents were satisfied with their current working hours. However, there is one quarter 
of respondents who feel that they do not get enough feedback on their working 
performance. There is a space for improvement in terms of feedback.  
The second part of the questionnaire was focused on motivational factors and motivation 
at work generally. The most important motivational factors for the employees are salary, 
work content, possibility of further development and fringe benefits. Eighty-eight percent 
of respondents consider fringe benefits important motivators.  
The answers also revealed that half of the respondents believe they are not acclaimed 
appropriately to their working performance. As already mentioned before, oral praise and 
acclamation does not generate any additional costs for the company but can make a huge 
difference in employee's work performance and motivation. Respondents also think that 
their salary is not adequate to the work they perform. Ninety-four percent of respondents 
think their salary is too low. The average desired increase in their wage is 13,6% of their 
current salary.  
Respondents are generally satisfied with the current system of fringe benefits in the 
company. All of the respondents are using car, laptop and mobile phone provided by the 
CRV CZ. The majority of workers also takes advantage of luncheon vouchers, one extra 
week of holiday per year and company clothing. On the other hand, employees usually 
do not need financial contributions for educational purposes.  
The benefits which would be the most welcomed among employees are financial 
contributions in general. Those are particularly contributions to vacations, sport activities 
and Christmas. Also sick days would be considered useful. Contrarily, employees would 
not be interested in receiving material presents, contributions to studies at university or 
free vaccinations. Respondents mostly agreed with the statement that their job is diverse 
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and has sense. However, they did not agree with statements that they are getting a good 
feedback on their working performance and that the remuneration in the company is fair. 
Almost half of the respondents would be happy to try Cafeteria system and fifty-six 
percent of respondents would welcome the possibility to exchange their salary for fringe 
benefits and vice versa.  
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4. PROPOSALS AND CONTRIBUTION OF SUGGESTED 
SOLUTIONS 
In my work I have gathered the information about the company CRV CZ by studying 
appropriate documentation, conducting interviews and sending questionnaires, which I 
described above. For the research I have chosen the managerial layer of employees, 
namely regional managers and consultants, since they are of a great importance for the 
company's success.  
I have found out that there are some elements of the motivational system which can be 
improved. Those improvements will lead to:  
 higher satisfaction of employees, 
 better atmosphere at the workplace, 
 possible higher productivity of employees connected with the two points above, 
 higher attractiveness of the company in terms of hiring new employees. 
The motivational system of the CRV CZ is already varied and rich. Employees are 
provided with the following benefits:  
 car, 
 laptop, 
 tablet, 
 mobile phone,  
 luncheon vouchers,  
 specialized trainings,  
 five weeks of holiday,  
 clothing,  
 social events/dinners, educational benefits,  
 work and life anniversary benefits,  
 pension benefits. 
Thanks to the data gathered from the questionnaires I have gained sufficient knowledge 
on the current motivational system in the company as well as on weaknesses of the current 
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system. Based on the information provided by the employees in the questionnaires, I 
propose following changes to the current motivational system:  
1. Contributions to vacations and sport activities 
2. Appraisal interviews with an element of motivation 
3. Sick days 
4. Complex medical examination 
 
4.1. Contributions to vacations and sport activities 
According to the data from questionnaires, the employees have a great interest in 
receiving contributions to vacations and sports activities. Establishment of this kind of 
benefit would make employees more relaxed and satisfied, which would therefore lead to 
higher working productivity. Currently, the company does not provide any benefits 
connected to leisure activities or vacations, therefore there is a space for improvement.  
4.1.1. Contributions to vacations 
The questionnaires revealed that 53% of employees are interested in financial 
contributions to vacations, therefore it is the most desired fringe benefit. As mentioned 
above, currently the company does not provide any financial contributions to vacations. 
Therefore, I propose financial contribution of 5 000 CZK per employee per year. 
According to Czech Ministry for regional development, the average number of nights 
spent abroad is seven and the average expenditure of the Czechs is 11 000 CZK per one 
vacation per person. The most popular destination (after Slovakia) is Croatia, accounting 
for 17% share of all other foreign destinations (Ministerstvo pro místní rozvoj, 2016). 
Table 4: Costs of average vacation 
Location Croatia 
Number of days 7 
Period July 
Average price 11 000 CZK 
Financial contribution 5 000 CZK 
Source: Author's own work based on data from Ministry of regional development (2016) 
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There are several ways how to provide employees with financial contributions to 
vacations: 
1. Flexipass vouchers 
2. Increase in salary by the corresponding amount of money 
3. Financial contributions directly connected to a specific vacation 
Ad 1: Flexipass vouchers are universal vouchers which employees can utilize for various 
kinds of activities and events. 
However, the Flexipass vouchers are not entirely suitable for providing the employees 
with vacation contributions, mainly for the reasons of their validity. The validity of the 
vouchers is limited - they can only be used at certain places. Therefore, the employees 
would lose the opportunity to choose the place for vacation they really want to go to.  
Table 5: Costs of Flexipass vouchers 
Value of FP vouchers 5 000 CZK 
Number of employees 32 
Costs per year 160 000 CZK 
Source: Author's own work 
Ad 2: Another option would be increase in salary of the employees by corresponding 
amount of money, i.e. 5 000 CZK. However, this solution is not the best one neither for 
the employer, nor for the employee. Both of them would have to subject this increase in 
salary to taxation and social and medical insurance. As the table below shows, in the end, 
the employee would get much less money.   
Table 6: Net increase in salary 
Gross 
salary 
Increase in 
gross salary 
Increased 
salary 
Social and 
medical 
insurance 
Income 
tax 
Net 
salary 
Net 
increase 
in salary 
A B C=B+28 000 D = C*0,11 E=C*0,15 F=C-D-E  
28 000 - 28 000 3 080 4 200 20 720 - 
28 000 5 000 33 000 3 630 4 950 24 420 3 700 
Source: Author's own work 
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Ad 3: The third option appears to be the best one. According to the Czech income tax law 
number 586/1992 Sb., an employer can contribute up to 20 000 CZK to employee's 
vacation per year without the need to pay taxes. The only condition is that this 
contribution has to be non-financial, i.e. related directly to a particular invoice, flight 
ticket, paid to a travel agency etc. It means that the employee cannot get the money 
directly (Česká národní rada, 1992). 
Table 7: Total costs of contribution to vacations 
Contribution 5 000 CZK 
Number of employees 32 
TOTAL COSTS PER YEAR 160 000 CZK 
Source: Author's own work 
As indicated in the Table 7 above, the total costs of contributions to vacations for all 
regional managers and consultants in the company would be 160 000 CZK per year. 
Those costs would be classified as tax non-deductible expenses in the company’s 
accounting.    
4.1.2. Contribution to sport activities 
Thanks to the information which I gathered from the questionnaires I discovered that 41% 
of employees are interested in receiving financial support for sport activities. The CRV 
CZ has several options how to provide the employees with this kind of benefit.  
As described in the previous subchapter, Flexipass vouchers are not suitable in terms of 
financial contribution to vacations from reasons of limited spatial validity and limited 
options of choice, however, they are an ideal instrument to prove employees with 
financial support to sport activities or cultural events.  
For employees, Flexipass vouchers are neither a subject of taxation, nor a subject of social 
and medical insurance. Therefore, the employee receives the full value of the voucher 
without any deductions. I propose vouchers at a value of 300 CZK per month to help the 
employees to cover their monthly expenses. However, since these vouchers are a tax non-
deductible item, the employer is obligated to pay 19% corporate income tax (Česká 
národní rada, 1992). Nevertheless, it is still a cheaper option than a direct increase in 
salary. 
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If the company decides to give the employees extra money in addition to their salary 
every month, they will face the same problem as in the case of contributions to vacations. 
It means that this increase in salary would have to be subjected to taxation by both the 
company and the employee. In the end, the employee would receive less money then the 
company would be willing to pay. If the company decides to increase the salary directly, 
the employee would get only 222 CZK, see Table 8 below. 
Table 8: Total costs of contribution to sport activities 
Gross 
salary 
Increase in 
gross salary 
Increased 
salary 
Social and 
medical 
insurance 
Income 
tax 
Net 
salary 
Net 
increase 
in salary 
A B C=B+28 000 D = C*0,11 E=C*0,15 F=C-D-E  
28 000 - 28 000 3 080 4 200 20 720 - 
28 000 300 28 300 3 113 4 245 20 942 222 
Source: Author's own work 
The most used Flexipass in the Czech Republic are vouchers from a company Sodexo. 
With the Sodexo vouchers the employees can choose from more than ten thousand various 
activities all over the Czech Republic and the number of available activities keeps 
growing. Employees can choose from a wide range of services, among them:  
 sports activities, 
 cultural events,  
 relaxation,  
 travelling,  
 healthy lifestyle,  
 self-developing activities (Sodexo, n.d.).  
The implementation of the Sodexo Flexipass means minimal administrative burden for 
the company since the process itself is very easy. What the company needs to do is to 
order the vouchers, pay a provision to Sodexo and then distribute the vouchers among 
employees.   
According to the data from the Czech statistical office from 2015, an average person 
spends 3 192 CZK per year for health-related products and 11 469 CZK per year for 
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sports, recreation and cultural events (Český statistický úřad, 2016). Thus, an average 
person spends 1 222 CZK per month for health-related products and recreational activities 
(see Table 9 below). 
Table 9: Total costs of contribution to sport activities 
Average spending employee/year (CZK) 
Health 3 192 
Sports & recreation 11 469 
TOTAL 14 661 
Average spending employee/month (CZK) 
Health 266 
Sports & recreation 956 
TOTAL 1 222 
Monthly contribution 300 
Number of employees 32 
COSTS per month (without tax and provision)  9 600 
COSTS per year (without tax and provision) 115 200 
Corporate income tax (19%) 21 888 
Provision of the purchase of vouchers (13%) 14 976 
TOTAL COSTS  152 064 
Source: Author's own work based od data from Český statistický úřad (2016) and Sodexo (2014) 
Providing the employees with a Flexipass Sodexo of a nominal value of 300 CZK would 
mean additional costs of 152 064 CZK per year. 
4.1.3. Summary of the proposal 
The data from questionnaires revealed that the employees are very interested in receiving 
financial contributions to vacations, sports activities and cultural events.  
In the first subchapter I have proposed a contribution of 5 000 CZK per month which 
would be directly connected to a specific vacation, flight ticket, invoice or any other kind 
of ticket due to savings in taxation. 
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In the second subchapter I have suggested Flexipass Sodexo as a form or contribution not 
only to sports activities but also to cultural events, healthy lifestyle, relaxation, travelling 
and self-developing activities. With Flexipass the employees are free to choose how they 
actually want to spend their bonus money which is in my opinion the most significant 
advantage of this form of benefits.  
In the Table 10 below the total costs per year of this proposal are reflected.  
Table 10: Total costs of contributions to vacations and sports activities 
Item Cost per employee (CZK/year) Total cost (CZK/year) 
Contribution to vacations 5 000 160 000 
Flexipass 4 752  152 064 
TOTAL 9 752 312 064 
Source: Author's own work 
The total costs of the proposal per year are 312 064 CZK. The sum is not excessively high 
and it might cause a huge difference in employees' satisfaction and approach to work.  
 
4.2. Evaluative motivational interview 
As I described in the theoretical background of this work, good feedback can be a 
powerful instrument in terms of improving working morale and performance. Either 
positive or negative, when accurate and specific, feedback can be motivating and 
stimulating tool. In the theoretical part, subchapter 2.3.7., I have described four types of 
people according to Plamínek (discoverers, regulators, harmonizers and accurators). 
When giving a feedback of any kind, the company should take into the account every 
individual personality and thus customize the feedback accordingly.  
Currently, there are no official appraisal interviews or feedback provided by the company 
CRV CZ. The data from the questionnaires revealed that 24% of respondents think they 
do not get enough feedback and 53% of respondents do not agree with the statement 
"When working well, I am being acclaimed or I get a positive feedback." This is 
something the company should improve.  
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I propose one individual evaluative interview per year, which would be run on a regular 
basis. Since the economic performance of the company is not influenced by seasonality, 
I propose to run the evaluative interview at the end of a year, for instance at the beginning 
of December, as a summary and conclusion of the previous year. 
Thanks to this interview, the employees would get the chance to tell directly to their 
supervisor what factors they do not like at the workplace, propose some changes 
improving efficiency in the company, talk about their overall feelings about the company 
etc. The manager would give a proper feedback on the employee's performance during 
the whole year, he would highlight the employee's strengths and weaknesses and he would 
also provide the employee with help and advice on how to improve the performance in 
the field he or she is not performing well enough.  
I have considered the 360° feedback method (i. e. the employee is evaluated by his or her 
direct supervisor, indirect supervisor, direct subordinate and colleague), however, since 
currently there are no evaluative interviews at all in the company and since this type of 
feedback is administratively demanding and more time consuming, I have decided not to 
include this method into this proposal as an initial form of evaluation of employees. In 
addition, not all of the consultants have direct subordinates, thus the 360° feedback would 
be incomplete. 
Therefore, during the evaluative motivational interview only the employee and the 
manager would be present. The manager would have a special form where he would 
register all comments, tips and demands of the employee, as well as his own comments. 
First of all, the employees should speak about what they think they have done well, what 
they could have dome better, what tasks they liked, what tasks they did not like, what are 
their proposals of changes etc. Then, the manager should start with easy questions and 
positive feedback. He should ask a lot of open questions in order to get as much 
information as possible. It is extremely important to ask the employee what he or she 
would like to improve or change. It gives the feeling of importance and sense of 
belonging. In the Table 11 see an example of an interview form.  
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Table 11: Evaluative motivational interview form 
Evaluative interview with motivational elements       
Name of the employee:         
Position:           
Name of the supervisor:         
Date:           
Place:           
[Employee]          
Tasks I performed well:          
Tasks which I could have performed better:       
Favourite tasks:           
Unpopular tasks:           
Own comments          
  positive:          
  negative:         
Own suggestions of change:         
[Supervisor]          
Goals accomplished in the past period:       
Goals set for the next period:        
Quality of work:          
Employee's skills, knowledge, initiative, productivity, level of independency etc.: 
  strengths:         
  weaknesses:         
Do you have good relationships at the workplace?     
Are you satisfied with your salary?        
Are you satisfied with your working hours?      
Are you overall satisfied at your work?       
Do you have any comments on how to improve the company's performance?   
Do you have any other improvement proposals?      
Signature of the employee: 
Signature of the supervisor:  
Source: Author's own work 
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The evaluative motivational interview would be run by the chief services officer, who is 
the supervisor of both regional managers and consultants. It is advisable to train the 
manager in the area of evaluative and motivational interviews. Since the manager needs 
to be trained only in one area of the human resource management, one-day intensive 
course is sufficient.  
I have compared services of several academies and educational agencies which provide 
those kind of trainings on the Czech market. The most suitable of them were trainings 
offered by companies Gradua-CEGOS, s. r. o., Otidea, a. s. and TSM. Even though 
Gradua-CEGOS, s. r. o. offers the most expensive solution out of the three options, in the 
same time it seems to be the best one. For 4 719 CZK (including VAT) the managers are 
educated in both evaluating and motivating of employees (Gradua-CEGOS, 2016). 
Otidea, a. s. educates managers in evaluative interviews only and the services of TSM are 
insufficient as well. 
The chief services officer operates in Vestec u Prahy. Since the training is held in Prague, 
there are no additional costs connected with transportation costs. However, the company 
is obligated to pay diets to the employee, which are, according to the Czech Labour Code, 
70 CZK per day (Parlament České republiky, 2016). 
4.2.1. Summary of the proposal 
The interviews would last approximately one hour but the length might vary, depending 
on every employee and the amount of feedback he or she will give and receive. Since the 
interviews would be held once a year, the total time cost would be around 32 hours, which 
is the number of employees in the researched layer. Interview would be run in working 
hours therefore there would be no additional costs connected with salary. The first year, 
the company would have to pay 4 719 CZK for the managerial training. The form has two 
A4 pages, one page costs about 3 CZK, therefore the administrative costs would be 192 
CZK. 
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Table 12: Total costs of the evaluative interviews 
 First year Second year 
Number of employees 32 32 
Duration of one interview 1 hour 1 hour 
Time costs per year 32 hours 32 hours 
Cost of the managerial training 4 719 CZK - 
Diet (one day) 70 CZK  
Number of pages to print 32*2 = 64 32*2 = 64 
Price of one page 3 CZK 3 CZK 
TOTAL COSTS per year 4 981 CZK 192 CZK 
Source: Author's own work 
The total costs for the first year are 4 981 CZK, however, for second and every other year 
it is only 192 CZK. There are almost no additional costs of the implementation and 
running of evaluative and motivational interviews, especially in the second and following 
years. The interviews have many advantages and benefits:  
 interviews develop the sense of belonging and importance perceived by the 
employee, 
 they are highly motivational, 
 positive feedback improves working performance, 
 employees have the opportunity to ask their supervisor anything, 
 potential problems and misunderstandings can be solved easily and quickly, 
 employer gets valuable comments and notes on the company and its performance, 
 interviews are a good basis for planning. 
 
4.3. Sick days 
The purpose of sick days is to give employees the opportunity to get well from their short-
time illness without losing their salary and without the need of a confirmation letter from 
a doctor. Sick days can be used to heal injuries, stress and pregnancy related illnesses. 
Sick days are provided mostly on a voluntary basis by the companies to their employees. 
In the Czech Republic, there is no law requiring employers to provide employees with 
sick days.  
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Companies choose voluntarily if they want to provide their employees with this kind of 
benefits. Huge and modern companies opt to provide this benefit as it has several 
important advantages, most important of which is the prevention from spreading the 
illness all over the company.   
According to the Czech social system, the first three days of any illness are considered 
so-called quarantine-time and employees are not entitled to get any compensation neither 
from the employer, nor from the state (Česká správa sociálního zabezpečení, 2015). 
Therefore, I propose three days of sick leave per employee per year to compensate these 
three unpaid days. 
There are six regional managers and twenty-six consultants in the CRV CZ. As the 
operations of the company are divided into six regions, there are several consultants and 
one regional manager for every region. Hence, the performance and operation of the 
region is not significantly influenced by an absence of one or two employees. Moreover, 
most of the work duties are performed via computers therefore in case of truly urgent 
issues, the employee can stay in touch with the company even from home.  
4.3.1. Summary of the proposal 
The costs of sick days for the CRV CZ will vary depending on the wage of every 
employee. I was not provided with the exact data regarding every single employee's 
salary, however, their salaries are approximately at level of the average gross salary in 
the Czech Republic. Therefore, I will make the estimation of costs of implementing sick 
days according to the data from the Czech statistical office (Český statistický úřad, 2016).   
Table 13: Total costs of implementing sick days 
(in CZK) 1 employee 32 employees 
Average salary/month  28 152  900 864 
Average salary/hour 176 5 632 
Costs/one day 1 408 45 056 
Costs/three days 4 224 135 168 
TOTAL COST 4 224 135 168 
Source: Author's own work 
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The maximum sum the company would have to invest into the sick days is 135 168 CZK. 
Obviously, not everyone would use all three sick days every year, therefore, most likely 
the costs would be actually lower.  
Benefits of implementing sick days: 
 higher satisfaction of employees and thus better motivation, 
 opportunity to take advantage of the benefit whenever needed, 
 no decrease in salary, 
 reduced spread of contamination in the workplace, 
 better healing (employee is not forced to work even ill),  
 increased productivity,  
 reduced staff turnover. 
 
4.4. Complex medical examination 
Based on the data which I gathered, a complex medical examination is something the 
employees would interested in. This kind of benefit was suggested by one of the 
respondents and also during the interview the consultant stated that he was discussing this 
benefit with one of his colleagues. In the CRV CZ, there are many people aged over forty 
(70% of respondents), therefore they would welcome the medical examination to make 
sure they are healthy. Moreover, also for the company it is favourable to ensure that the 
employees are in a good physical shape. 
It is important to stress that the medical examination would be on a voluntary basis. 
Obviously, not everyone is interested in the complex examination. For some people it 
might be even stressful and unwanted experience. Therefore, only employees who would 
be interested in this kind of fringe benefit, would attempt the examination.  
I have done a research on what Czech hospitals and medical facilities provide the complex 
medical examination. I was looking for a medical facility which offers examination of all 
parts of human body and I have discovered that there are only a few of them.  
77 
 
Out of those, the most complex services are provided by the GHC Clinic in Prague. Their 
special complex examination is called Complex screening and it includes the following 
examinations:  
 internal, 
 cardiovascular, 
 electroencephalogram (EEG),  
 blood vessels, 
 ocular, 
 neurology,  
 dermatology,  
 densitometry,  
 urology, 
 gynaecology,  
 ultrasonography,  
 X-ray examination of thorax,  
 stomatology,  
 ears-nose-neck,  
 surgery,  
 laboratory analysis of blood and urine,  
 psychological stress-load questionnaire,  
 rehabilitation,  
 nutritive consultancy, 
 final report and dialogue (Klinika GHC Praha, 2015) 
From the enumeration above it is evident that the examination is really all-embracing. All 
the examinations are carried out in one day, therefore the employees would not be forced 
to be out of work for more than one day.  
As the regional managers and consultants of CRV CZ operate all over the Czech 
Republic, Prague seems to be a reasonable place for the complex medical examination. 
All of the respondents are using a company car and the CRV CZ would pay the travel 
costs connected.  
78 
 
Since there are managers operating all over the country, it is not possible to exactly 
calculate how much the additional travel costs for the company are going be. I have 
calculated the average distance to Prague by measuring the distance from various places 
across the country located in east, west, north and south. The average distance to Prague 
is 223 km. The company cars are powered by petrol Natural 95. The average price for 
one litre of Natural 95 is 29,70 CZK (Business Center, 2016). The majority of employees 
utilizes Škoda Octavia Combi. According to the official distributor, the average petrol 
consumption per 100 km is around 5 litres – depending on the exact type of Octavia 
(Škoda Auto, 2016). Therefore, the petrol expenses are 331 CZK (see Table 14 below). 
When considering also the wear of the car, we can estimate the travel costs per one 
employee to be approximately 500 CZK.  
Table 14: Travel expenses 
Average distance to Prague 223 km 
Average cost of Natural 95 29,70 CZK 
Petrol consumption  5 l/100 km 
Consumption per 223 km 11,15 l 
Costs of petrol  331 CZK 
TOTAL COST plus wear 500 CZK 
Source: Author's own work 
According to the official website of the clinic, the price of the complex medical 
examination is 1 500 CZK for the initial internal examination and 59 000 CZK for the 
complex examination (including VAT).  
I propose to provide the complex medical examination as a fringe benefit once in two 
years for every employee working in the company for more than two years. The date of 
the examination would always depend on employee's time possibilities and his or her 
current physical condition, however, the employees would attend the medical 
examination during their working hours without the need to take a day off.  
  
79 
 
Table 15: Total costs of the complex medical examination 
(in CZK) 1 employee 32 employees 
Cost of the examination including VAT 60 500 1 936 000 
Transportation costs 500 16 000 
Total explicit cost per two years 61 000 1 952 000 
TOTAL EXPLICIT COSTS PER YEAR 30 500 976 000 
Implicit costs per year (salary/day) 704 22 528 
TOTAL COSTS PER YEAR 31 204 998 528 
Source: Author's own work 
The company should also take into the account the implicit costs, i. e. the costs arising 
from the fact that the employees will not be at work but they will still receive a salary. I 
have calculated the salary per one day based on the data from the Czech statistical office 
(Český statistický úřad, 2016). However, since the implicit costs are not a part of 
accounting of any business, the total costs of the complex medical examination per year 
are 976 000 CZK.  
4.4.1. Summary of the proposal 
The total economic costs of the complex medical examination are 998 528 CZK. 
However, as accountants do not calculate with implicit costs, the explicit costs of this 
proposal are 976 000 CZK. This is not a negligible amount of money, therefore its 
implementation would have to be properly justified. Nevertheless, if there is a real interest 
from the side of employees, the company should consider implementing it. 
The complex medical examination will lead to higher satisfaction of employees. 
Moreover, their self-confidence is likely to increase since they can be sure they are 
healthy and in case they would not be, they can start the healing process immediately and 
thus reduce possible consequences or complications. 
  
4.5. Summary of the suggested solutions  
Based on the data gathered from questionnaires sent to the mid-managerial layer of 
employees in the CRV CZ I have suggested four proposals of the motivational system 
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change. The aim was to improve the current motivational system in the company. Those 
proposals were: 
1. Contributions to vacations and sports activities 
2. Evaluative motivational interview 
3. Sick days 
4. Complex medical examination 
According to the data from the questionnaires, the employees are strongly interested in 
receiving financial contributions to vacations and sports activities. More precisely, 53% 
of respondents would welcome contributions to vacations and 41% of respondents is 
interested in receiving financial contributions to sports activities.  
I have done a research on an average price of a summer vacation in Croatia lasting for 7 
days. I have discovered the average price to be around 11 000 CZK. I consider reasonable 
a financial contribution of 5 000 CZK. I have taken into account three ways of providing 
the employees with this financial contribution. Those options were a) Flexipass vouchers, 
b) direct increase in salary and c) contributions connected to a specific vacation. Out of 
these three possibilities, the last one turned out to be the most suitable one, since Flexipass 
vouchers have limited validity and direct increase in salary involves losing part of the 
money due to taxation. Therefore, contributions connected to a specific vacation seems 
to be the best option. Total costs of financial contributions to vacation are 160 000 CZK 
per year.  
On the other hand, Flexipass vouchers are perfectly suitable mean to provide employees 
with contributions to sports activities. Those vouchers are neither a subject of taxation, 
nor a subject of social and medical insurance for employees and they can be used to a 
wide range of sports, health and well-being-related activities. I examined data from the 
Czech statistical office in order to discover how much people spend in average for sports 
activities per months. Based on this data, I have proposed Flexipass vouchers in value of 
300 CZK per month which implies the total costs of this fringe benefit to be 152 064 CZK 
per year (involving the corporate income tax and provisions of the purchase of the 
Flexipass vouchers).     
My second proposal is evaluative motivational interview. The costs of the interview are 
low and the benefits are significant. It is very important to give the employees the 
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opportunity to speak and to express theirselves. Since the manager should be trained to 
run the evaluative motivational interview, the costs would be slightly higher in the first 
year. The costs in the first year are going to be 4 981 CZK, however, the costs of the 
following years would involve only administrative costs of 192 CZK.  
Next, I have proposed the implementation of sick days, i. e. the possibility to take up to 
three days off per year in order to heal mild flu or some other non-serious disease without 
losing the salary. Since I was not provided the exact figures on the subject of the salaries 
of every single employee, I made the estimation of costs based on the data from Czech 
statistical office regarding the average wage per month in the Czech Republic. I have 
calculated that the maximal costs of this proposal would account for 135 168 CZK which 
would happen only in case that all employees would exploit their three days off per year.  
The last proposal consists of the complex medical examination provided once in two 
years. The idea was suggested by employees themselves. The complex medical 
examination would be provided completely on a voluntary basis without any obligation 
to attend it. I have selected the GHC Clinic in Prague as a most complex facility. The 
medical examination they offer involves twenty various inspections and consultancies on 
the subject of the whole body. That is the reason why the costs of this kind of benefit are 
the highest of all the proposals. I have calculated the total explicit costs of the complex 
medical examination to account for 976 000 CZK per year.  
In the Table 16 below the total costs of the suggested changes are calculated.  
Table 16: Total costs of the suggested changes 
Proposal 
Costs/employee/year 
(CZK) 
Costs/all employees/year 
(CZK) 
Contributions to vacations 5 000 160 000 
Contributions to sports activities 4 752 152 064 
Evaluative motivational interview 156 4 981 
Sick days 4 224 135 168 
Complex medical examination 30 500 976 000 
TOTAL COSTS 44 632 1 428 213 
Source: Author's own work 
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The total costs of the proposed changes are 1 428 213 CZK in the first year. In the 
following years the total costs would be slightly lower, 1 423 424 CZK due to decrease 
in costs of the evaluative motivational interview. Since this is not a negligible sum, it is 
important to measure whether those changes have the desired affect. The company should 
measure factors such as employees' productivity, quality of work, initiative, knowledge 
or absenteeism. There are some factors which can complicate the efficiency of the 
proposed changes, for example:  
 bad economic situation in the company or in the industry in general, 
 high level of unemployment in the economy,  
 lack of interest from the side of employees, 
 high level of fluctuation of employees. 
In general, the implementation of new benefits should improve the company's economic 
growth. If this not happens, the company should revise the system and think of other 
options, e. g. eliminate some of the current benefits and add some new ones, alternatively 
increase salaries directly. The measurement should be conducted at least once per year.  
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CONCLUSIONS 
In this work I tried to penetrate through the motivation system of the company CRV CZ. 
Since the human capital is what nowadays drives the companies forward, it is extremely 
important to ensure that the employees are satisfied in their jobs. By various motivational 
instruments every company can influence its workforce and thus the overall performance 
of the company. Hence, motivation is something which should not be underestimated.  
My work is composed of three parts. At the beginning I explained the theoretical 
background of motivation and its importance, I named and clarified the most important 
motivational theories and I also looked into the motivational management, i. e. 
compensation and motivation of employees and fringe benefits.  
In the following part, I described the company CRV CZ, its history, the current situation 
and organizational structure. Then I moved to the motivational system of the company. I 
described the remuneration of employees as well as the current system of fringe benefits. 
In this part I also analysed the data gained from the questionnaires which were sent to the 
mid-managerial layer of the CRV CZ. The aim of the questionnaires was to map the 
existing organisation of the company, to find out whether the employees are satisfied with 
the current motivational system and if they are not, what other fringe benefits they would 
like to have.  
It is important to highlight that the CRV CZ pays a lot of attention to the satisfaction of 
its employees. In May 2014 there was a sophisticated nationwide survey conducted by a 
Dutch company for the CRV CZ. This anonymous survey regarded the employees' 
satisfaction and motivation. Therefore, the company behaves really responsibly in terms 
of the employees' needs. The staff is already being provided with many various kinds of 
fringe benefits. However, based on the data which I gathered from the questionnaires, I 
have discovered there is still a space for improvement. 
In the third part of the diploma thesis I suggested my own proposals of the motivational 
system change on the grounds of the answers from the questionnaires and interviews. The 
questionnaires revealed that the employees would be strongly interested in receiving 
financial contributions to vacations and sports activities. Therefore, my first proposal is a 
financial contribution to vacations of 5 000 CZK connected directly to a specific vacation 
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and a financial contribution of 500 CZK to sports activities received in a form of Flexipass 
vouchers.  
I have also discovered that the employees feel they receive neither enough feedback, nor 
praise for their work. For that reason, I propose an evaluative motivational interview 
conducted once per year in order to provide the employees with both positive and negative 
feedback and also to give them the chance to communicate their own comments, ideas 
and proposals of change.  
My third proposal are three sick days per year for every employee. This kind of fringe 
benefit is already provided by a number of companies and it enables the employees to 
heal a mild illness without losing the salary. 
 Last but not least proposal is a complex medical examination. This examination would 
ensure the staff feels safe about its health and thus more self-confident and satisfied. It is 
important to highlight that the attendance at the medical examination would be 
completely on a voluntary basis.  
Although the additional costs of implementing those projects might seem high, the 
expected benefits should overcome the money and efforts invested. Due to more satisfied 
and motivated workforce, the economic performance of the whole company is expected 
to improve. The proposals were constructed to be as feasible and specific as possible, 
including the calculations of the additional costs for the company. I believe that the aim 
of my diploma thesis was fulfilled.  
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 Appendices 
Appendix A: Structured interview with one of the consultants of the CRV CZ 
How old are you? 
- I am 57 years old.  
How long do you work for the company? 
- For CRV CZ I have been working from the beginning of its establishment in the 
Czech Republic, which is now twelve years. But I have been working for the same 
company for my whole life, from 1981, which is now thirty-five years. The company used 
to have different names. When the CRV CZ acquired our prior company in 2004, they 
kept the staff so we just continued working for the CRV CZ.  
What is your position?  
- Consultant. 
Do you receive any bonuses on top of your salary? 
- All consultants receive quarterly bonus which is connected with individual 
performance and specific tasks. Those tasks we receive from the regional manager 
individually. If we accomplish our tasks, then we are able to get the bonus. 
What fringe benefits are you provided? 
- The company contributes to life and work anniversaries, we receive pension 
contributions, car, laptop, tablet, mobile phone, specialized trainings, luncheon vouchers, 
contribution to educational courses, extra week of holiday, occasional dinners and 
clothing. Part of the clothing is mandatory, for example wellington boots, dungarees, 
boiler suit or smock, but we also receive jackets, waistcoats, shirts, ties, caps etc. which 
are for our personal use.  
Are those benefits provided to all employees of CRV CZ? 
- No, the benefits I stated are provided for us, consultant and regional managers. 
There is a number of subordinate specialists of milk recording and technicians of artificial 
insemination who have different motivational system. For example, they are provided 
more clothing but they are not provided a car, laptop and tablet because they do not need 
it in their day-to-day operations. 
Are you satisfied with current system of benefits in the company?  
- I am. In general, our company provide a wide range of fringe benefits, I have 
nothing to complain about. Some of the employees are even not taking advantage of all 
 the benefits we are provided. For example, when we want to study a foreign language 
(mostly English, of course), the company pays for the course. But not many people takes 
those courses. I was one of a few.  
Would you welcome any other benefits?  
- We were thinking with one of my colleagues that a complex medical examination 
would be really fine. For example, once in two years. I heard they have it in another 
company and we would like to have it as well, as we are not the youngest ones anymore.  
  
 Appendix B: Structured interview with one of the top managers of CRV CZ 
How many employees does CRV CZ have? 
- There are 230 full-time and several part-time employees 
What benefits do you provide to regional managers and consultants? 
- They are provided with quarterly bonus depending on their performance, 
contribution to life and work anniversary, contribution to pension savings, car, laptop, 
tablet, mobile phone, specialized trainings, luncheon vouchers, contribution to 
educational courses, extra week of holiday, clothing and occasional dinners.  
What are the conditions of using the mobile phone? 
- Regarding the amount of minutes and data the employee can use, those figures are 
customized in compliance with employee's needs. Everyone can use the mobile phone 
also for personal purposes, however, when the monthly lump-sum is exceeded, the 
difference is deducted from employee's salary. Higher positioned managers have 
unlimited calls. When leaving the job, employees are allowed to purchase the phone for 
its residual value. 
Who is provided with a car? What are the conditions of use? 
- The car is provided to all employees who might need it in their daily operations. 
In case the employee is interested in using the car for personal purposes as well, a special 
contract is signed. Employee is then obligated to pay fuels on his or her own and a 
monthly tax base is increased. 
Who is provided with laptop and under what conditions? 
- As well as the car, laptop is provided to all who might need it to perform their job 
duties. When leaving the job, employees are allowed to purchase the phone for its residual 
value. 
What kind of trainings do you provide (specialized/technological/motivational)? How 
often do they take place? Who are they provided to? 
- The specialization as well as frequency of trainings are customized according to 
employees' needs and their personal educational goals. 
How much is the contribution to the pension savings and who is entitled to obtain it? 
- The contribution is 300 CZK per month and it is available to all full-time 
employees working in the CRV CZ for more than one year. 
Who is entitled to receive luncheon vouchers? How much does the company contribute? 
 - All employees who have at least part-time contract. The CRV CZ pays 55% of the 
value of the luncheon voucher. 
 
  
 Appendix C: Questionnaire 
 
Hello, my name is Zuzana Konečná and I am a student of Faculty of Business and 
Management at Brno University of Technology. I am currently working on my thesis with 
a topic Motivational system change in a company. The aim of the research is a 
motivational system change proposal. 
 
I kindly ask you to fill in the anonymous questionnaire below, the results of which will 
be used as a base for my thesis. It does not take more than 10 minutes and the data 
collected will not be used anywhere else but in the thesis.  
Thank you for your time and effort. 
 
PART ONE: Demographic data 
What is your gender?  
a) Female 
b) Male 
What age category do you belong to? 
a) 0-24 
b) 25-39 
c) 40-54 
d) 55+ 
What is your highest education accomplished? 
a) primary school/no qualification 
e) high school without graduation 
f) high school with graduation 
g) college/technical institute 
h) university degree 
For how long have you been working for the CRV CZ? 
a) less than a year 
b) 1-5 years 
c) 6-10 years 
d) 11-15 years 
e) more than 15 years 
 PART TWO: Work satisfaction 
1) Which of the following factors are important for you in terms of work satisfaction? 
a) security of employment 
b) interestingness of work 
c) salary 
d) friendly relationships within the company 
e) working hours 
f) possibility of promotion 
g) fringe benefits (car, phone, luncheon vouchers etc.) 
h) other (please specify) 
2) When considering all aspects, are you satisfied in your work? (definitely 
yes/rather yes/rather no/definitely no) 
3) Do you get feedback regarding your working performance? (definitely yes/rather 
yes/rather no/definitely no) 
4) Are you satisfied with your working hours? (definitely yes/rather yes/rather 
no/definitely no) 
PART THREE: Motivational factors 
5) Do you consider following factors motivating? (definitely yes/rather yes/rather 
no/definitely no) 
a) security of employment 
b) salary 
c) work content 
d) possibility of promotion 
e) fringe benefits 
f) possibilities of further education and development 
g) other (please specify) 
6) Do you consider fringe benefits important motivational factors? (definitely 
yes/rather yes/rather no/definitely no) 
7) Were you recently acclaimed for your work? (definitely yes/rather yes/rather 
no/definitely no) 
8) Does your salary comply with the work you perform? (definitely yes/rather 
yes/rather no/definitely no)  
 If not, what salary would be satisfactory for you? (please state in proportional increase of 
your current salary)  
9) Are you satisfied with current system of fringe benefits? (definitely yes/rather 
yes/rather no/definitely no) 
10) What fringe benefits are you taking advantage of? 
a) car 
b) laptop 
c) mobile phone 
d) luncheon vouchers 
e) extra week of holidays 
f) social events 
g) clothing  
h) trainings 
i) financial contributions for education (language courses etc.) 
j) other (please specify) 
11) What other benefits would you welcome? 
a) advantaged financial loans 
b) sick days 
c) financial contribution for vacations 
d) financial contribution for sport activities 
e) financial contribution for culture events 
f) home office 
g) vaccination gratis 
h) financial contribution for medicaments 
i) company ball 
j) financial contribution for Christmas 
k) financial contribution for life anniversary, wedding etc. 
l) financial contribution to living expenses 
m) gifts 
n) free drinks at workplace 
o) financial contribution for studies at university 
p) remuneration according to years worked for the company 
q) other (please specify) 
 12) Do you agree with following statements? (definitely yes/rather yes/rather 
no/definitely no) 
a) When working, I have a significant level of autonomy. 
b) Thanks to my job I am constantly growing.  
c) My job is diverse and has sense. 
d) When working well, I am being acclaimed or I get a positive feedback. 
e) When working poorly, I can be punished (salary deduction, verbal rebuke etc.) 
f) With regard to working performance of employees, the remuneration is fair. 
13) Would you welcome so-called Cafeteria system (getting 'points' instead of fringe 
benefits with the possibility to spend these points for benefits according to individual 
preferences)? (definitely yes/rather yes/rather no/definitely no) 
14) Would you welcome a possibility to exchange the fringe benefits for salary and 
vice versa? (definitely yes/rather yes/rather no/definitely no) 
 
Thank you for your time spent by filling in this questionnaire.  
 
Zuzana Konecna  
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